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ABSTRACT

The rapid, dynamic, and evolutionary technological progress has contributed to
significant transformations in the recruitment and selection process. The busi-
ness sector is undergoing a progressive and ongoing transformation towards
the integration and full adaptation of digital tools. The progress of new tech-
nologies has precipitated profound changes in the manner in which companies
select and choose their employees. Contemporary trends have emphasized the
utilization of artificial intelligence (Al) automation and the impact of social
networks in the process of attracting and selecting suitable personnel.
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In this paper, we analyze how Al improves the process and what contribution
it has to improving the quality of selection decisions. The objective of this
paper is to methodically analyze and explore the predominant advantages,
disadvantages, opportunities, and risks associated with the utilization of
contemporary technology and to determine whether the implementation
of digital tools will enhance the efficacy of the recruitment and selection
process by increasing its transparency.

Through a survey and statistical analysis of data obtained from HR profes-
sionals in North Macedonia and analysis of secondary data, the study finds
a correlation between trust in Al and its adoption. The findings suggest that
although traditional methods remain prevalent, the future of recruitment
lies in a hybrid approach combining digital tools and human judgment.
This study highlights the ongoing shift from traditional to technology-en-
abled recruitment practices. While full automation is not yet prevalent in
North Macedonia, the adoption of platforms like Linkedin and Al-based
tools is increasing, especially among IT companies.

To ensure the successful integration of artificial intelligence and digital
technologies within human resource management, it is essential to invest
in the continuous training of HR professionals. By equipping them with the
necessary skills and knowledge, organizations can enhance their capacity
to leverage advanced tools effectively. Equally important is the development
of comprehensive ethical guidelines that govern the use of Al, with partic-
ular attention to promoting fairness, transparency, and the protection of
sensitive employee data. Furthermore, organizations are encouraged to
adopt hybrid models that balance the efficiency of automation with the
irreplaceable value of human expertise and intuition. Such models not only
improve decision-making process, but also foster trust and adaptability
among employees. To accelerate the broader adoption of these innovations,
it is vital to showcase real-world examples of successful implementation.
The future of recruitment lies in balancing technological advancement with
ethical, inclusive, and human-centric approaches.

Keywords: artificial intelligence, platforms, recruitment, selection, human re-
source development
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1. Introduction

Recruiting and retaining suitable personnel is a growing challenge for
modern organizations operating in a fast-paced and competitive global
environment. The nature of work has changed, with employees now placing
greater emphasis on flexibility, well-being, and company values rather than
solely on salary and job stability (LinkedIn Talent Solutions, 2023). Simul-
taneously, businesses face pressure to attract and retain talent capable of
navigating these evolving demands (Cappelli, 2019).

To meet these challenges, organizations are integrating digital tools,
including artificial intelligence and recruitment platforms, into their talent
acquisition strategies. These innovations have shifted the landscape from
traditional, manual processes to more automated, data-driven approaches
(Upadhyay & Khandelwal, 2018; Van Esch et al., 2019). This paper explores
these developments, focusing on the implications of Al, automation, and
LinkedIn in modern recruitment.

Traditional recruitment relied heavily on manual processes—newspaper
ads, referrals, job fairs, and face-to-face interviews. While these methods
ensured human interaction and in-depth evaluation, they were time-con-
suming and limited in reach (Dineen & Allen, 2016).

In contrast, modern recruitment leverages technologies like:

— Al and automation, which assist in screening resumes, predicting can-
didate fit, and reducing time-to-hire (Tambe et al., 2019; Meijerink et al.,
2020).

— LinkedIn and similar platforms, which facilitate talent sourcing, employer
branding, and networking (LinkedIn Talent Solutions, 2023).

— Applicant tracking systems (ATS), which streamline application manage-
ment (Upadhyay & Khandelwal, 2018).

— Chatbots and VR tools, which improve candidate experience and enable
remote recruitment (Van Esch et al., 2019).

Numerous studies highlight the benefits of these tools in terms of cost-ef-
fectiveness, efficiency, and candidate satisfaction (Chamorro-Premuzic et al.,
2017; Tambe et al., 2019). However, concerns remain regarding data privacy,
bias, loss of human judgment, and ethical implications (Leicht-Deobald et
al., 2019).
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A significant challenge confronting contemporary business enterprises
pertains to the identification and retention of personnel who are well-suited
for specific roles. Businesses operate in conditions of dynamic and rapid
technological change and great global competition. The requirements for
employees are becoming more and more specific and dynamic, necessitating
expertise, dedication, and knowledge from the workforce. Furthermore,
organizations encounter difficulties in identifying suitable personnel. These
personnel must possess the ability to attract new employees and also ensure
their continuous engagement within the organization. In the contemporary
era, employees have become increasingly transient, transitioning between
jobs with greater frequency. This phenomenon stands in contrast to the
past, when individuals prioritized security and stability in their professional
pursuits, and employment was the primary objective. In the contemporary
professional landscape, the demands placed upon employees have under-
gone a significant transformation, becoming increasingly multifaceted in
nature. These contemporary demands encompass a wide array of conditions
and criteria that were not previously subjects of discourse. The majority
of requirements and conditions are established by the job candidates
themselves. This shift represents a departure from historical practices, in
which employers wielded a predominant influence in shaping the terms of
employment.The criteria for employment have evolved beyond the tradi-
tional factors such as job position and salary. A new emphasis has emerged,
placing significant value on the manner in which companies support and
care for their employees. This encompasses aspects such as the allocation
of free time, the company's capacity to nurture its workforce, their mental
well-being, and the provision of opportunities for additional leisure time.

The evolving perspectives of employees and the mounting, nuanced
demands of contemporary organizations have precipitated a paradigm shift in
recruitment and selection methodologies. These fundamental functions in the
identification of suitable personnel are becoming increasingly integrated with
advanced digital tools and platforms. The advent of artificial intelligence, new
platforms, and automation has precipitated a paradigm shift in the dynamics
of the labor market, thereby facilitating a more expeditious and streamlined
approach to acquiring the requisite personnel. The majority of businesses have
recognized the advantages of this approach and have concentrated on aligning
their applications and corporate identity with the contemporary paradigm.
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2. Literature Review

The recruitment and selection of personnel have evolved dramatically in
recent decades, shaped by rapid technological advancement, digital transfor-
mation, and shifting expectations in the labor market. Traditional recruitment
models, characterized by manual screening, print advertisements, and face-
to-face interviews, have been increasingly replaced by data-driven, auto-
mated, and platform-based approaches. These modern tools—particularly
artificial intelligence (Al), automation, and professional networking platforms
such as LinkedIn—are fundamentally reshaping how organizations identify,
assess, and engage talent.

Historically, recruitment relied on time-intensive processes such as
in-person job fairs, newspaper advertisements, and manual screening of
resumes (Dineen & Allen, 2016). While these methods allowed for a deep,
personalized assessment of candidates, they were often limited in reach and
scalability. With the globalization of labor markets and the digitization of
business processes, there has been a growing need for faster, more efficient,
and wider-reaching recruitment strategies (Cappelli, 2019).

Al and automation have emerged as powerful enablers in modern
recruitment. These technologies are now used to screen resumes, conduct
preliminary assessments, and even predict a candidate’s job performance
and cultural fit through machine learning algorithms (Upadhyay & Khandel-
wal, 2018; Tambe, Cappelli, & Yakubovich, 2019). Al-driven tools can reduce
time-to-hire, minimize human biases in candidate evaluation, and enhance
the overall efficiency of recruitment processes (Meijerink, Bondarouk, &
Lepak, 2020). For example, predictive analytics can analyze past hiring data to
identify the traits and qualifications of high-performing employees, thereby
improving the precision of candidate selection.

However, the adoption of Al also raises significant concerns. Scholars
have noted risks related to algorithmic bias, lack of transparency in deci-
sion-making, and over-reliance on technology that may inadvertently
perpetuate discriminatory practices (Leicht-Deobald et al., 2019). These chal-
lenges highlight the importance of ethical frameworks and human oversight
in Al-based recruitment.

LinkedIn and similar digital platforms have become central in the talent
acquisition process, offering new pathways for sourcing both active and
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passive candidates. Unlike traditional job boards, Linkedln combines job
postings with professional profiles, endorsements, and networking capabili-
ties, enabling recruiters to evaluate candidates in a more holistic context (Van
Esch, Black, & Ferolie, 2019). The platform also facilitates employer branding,
allowing companies to communicate their culture and values to potential
applicants (LinkedIn Talent Solutions, 2023).

According to research, companies that actively manage their employer
brand on LinkedIn experience higher application rates, better candidate
engagement, and stronger retention outcomes (Chamorro-Premuzic, Akhtar,
Winsborough, & Sherman, 2017). Moreover, the use of advanced search
filters, Al-driven matching algorithms, and real-time analytics on LinkedIn
has significantly improved the efficiency of candidate sourcing and outreach.

Applicant Tracking Systems (ATS) have become standard in large organ-
izations, enabling recruiters to organize, filter, and track applications effi-
ciently. ATS platforms often integrate with Al tools to automate resume
parsing and shortlist candidates based on predefined criteria (Upadhyay &
Khandelwal, 2018). In addition, chatbots and virtual assistants are increas-
ingly being used to engage with candidates in the early stages of recruit-
ment, answer FAQs, schedule interviews, and provide updates throughout
the application process (Van Esch et al., 2019). These tools enhance the candi-
date experience by offering immediate responses and reducing uncertainty.

Despite the benefits of these technological advancements, several schol-
ars stress the importance of addressing the associated risks. Data privacy,
informed consent, fairness, and transparency are critical concerns in the
use of Al and digital recruitment tools (Leicht-Deobald et al., 2019). Further-
more, excessive reliance on algorithms may undermine the human element
in recruitment, leading to a loss of intuition, empathy, and personalized
judgment in hiring decisions. Researchers advocate for hybrid models that
combine technological efficiency with human expertise to ensure balanced
and ethical hiring practices (Meijerink et al., 2020).

The integration of artificial intelligence into recruitment processes has
introduced a range of benefits that significantly enhance the efficiency and
quality of hiring. Al allows companies to process large volumes of candidate
data rapidly, enabling predictive analytics and automated decision-mak-
ing based on predefined job criteria (Tambe, Cappelli, & Yakubovich, 2019;
Upadhyay & Khandelwal, 2018). This facilitates more efficient candidate



MODERN TRENDS IN RECRUITMENT AND SELECTION OF PERSONNEL 253

screening and better alignment between job requirements and candidate
qualifications. Notably, Al supports 24/7 availability, improves candidate
engagement through tailored interactions, and enhances communication
via chatbots and virtual assistants powered by natural language processing
(Van Esch, Black, & Ferolie, 2019). These tools contribute to a more person-
alized and consistent candidate experience, while also reducing recruiters’
workload by automating routine tasks (Meijerink, Bondarouk, & Lepak, 2020).
Furthermore, studies suggest that Al reduces recruitment costs in the long
run and improves hiring quality by up to 52% (Chamorro-Premuzic, Akhtar,
Winsborough, & Sherman, 2017).

Despite these advantages, the use of Al in recruitment is not without
challenges. One major concern involves data privacy and compliance with
personal data protection laws, which vary across countries (Leicht-Deobald
etal., 2019). Organizations must ensure ethical and lawful data usage when
processing candidate information. Another issue is the lack of human judg-
ment in Al-driven systems; while Al excels at pattern recognition, it may
overlook qualified candidates who fail to use specific keywords or who do
not conform to algorithmic criteria (Tambe et al., 2019). This can lead to
unintended bias and the exclusion of potentially strong candidates. Addi-
tionally, the possibility of fraudulent or inaccurate profiles on platforms
such as LinkedIn raises further concerns about the reliability of automated
decisions (LinkedIn Talent Solutions, 2023). Lastly, Al systems require regular
updates and ethical oversight to maintain accuracy and protect user privacy.
A balanced approach combining Al’s efficiency with human expertise is
therefore essential for fair, transparent, and effective recruitment (Meijerink
et al., 2020; Leicht-Deobald et al., 2019).

3. Data and Methodology

The foundation of this study is predominantly composed of findings and
statistical analysis of data obtained from primary sources, and analysis of data
from secondary sources. The statistical analysis is conducted using Excel. A
comprehensive review of the relevant professional literature was conducted,
encompassing research publications and additional sources found in books
and scientific papers. In order to better analyze and understand the existence
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of artificial intelligence, automation and modern social networks that facili-
tate networking, it is necessary to use different approaches that will enable
their more detailed examination. To be able to see the theory in practice, we
continued the research using a structured questionnaire, which we formed in
a way that allowed us to see how many of our Macedonian companies rely on
modern methods of selection and recruitment of personnel and how much
they trust them. Interviews with some of the recruiters were conducted, in
order to get a clearer picture of their views on this area. The interviews gave
us more personalized answers and details that we would not be able to get
in a questionnaire with specific answers.

This paper implements data and analysis for recruiters who are part of
different sectors. The data implemented in the research is mostly used by
contacting HR managers and professionals in the field of human resources
who have long-term experience in recruitment and selection of personnel.

The following set of hypotheses was established:

HO: There is a statistically significant relationship between the use of Al and
trust in automated systems.

H1: The frequency of Al tool usage in daily tasks is positively correlated with
perceived system transparency.

H2: Employees with higher digital literacy exhibit greater trust in Al-driven
systems.

H3: Trust in automated systems mediates the relationship between Al usage
and job satisfaction.

4, Results and Discussion

In order to confirm or deny the hypotheses set, we used various qualitative,
guantitative and statistical methods. Initially, we used the questionnaire
as an opportunity to obtain different answers from the respondents that
would give us a picture of their attitude and subjective assessments of
digitalization, and additionally we used cross-tabulation. Cross-tabulation
helped us discover a certain connection that allowed us to confirm/deny
the hypotheses set. It is a quantitative, descriptive statistics that helped us
reach the appropriate results.
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This survey was conducted among people who are part of the HR sec-
tor in various industries and was conducted on the LinkedIn platform. The
survey itself shows that most of the respondents come from the IT industry,
which proves that this sector, unlike others, is more present on LinkedIn in
Macedonia. Of the respondents, 54.9% are users of artificial intelligence,
automation and digital platforms, which means that it cannot yet be said
that modern methods are accepted in our country. Of the tools listed in the
survey, the most used are Linkedln and Chat GPT, and the use of these tools
by 58.7% is assessed as partially positive. Analyzing the fact that a very small
percentage of people responded that these tools have a negative impact, it
can be concluded that digitalization certainly has a future in our country and
in the field of HR and recruitment. In terms of the extent to which these tools
are used, there is still no enviable level, but we say again that there is hope
that the situation will change, given the fact that only 17.6% of respondents
answered that they never use LinkedIn to select a candidate. In terms of
trust, recruiters are still a bit skeptical and do not rely entirely on digital tools.
According to the interviews with them, we realized that, digital tools only
help traditional ones and speed up the process of selecting a candidate.
In general, they use LinkedIn to select candidates, and then continue with
traditional interviews, testing, etc. The surveyed recruiters use LinkedIn for
different things and for different purposes, like finding candidates, reviewing
profiles, publishing advertisements, etc. Regarding the question of whether
they believe that they receive quality candidates through LinkedIn, the
majority of them, i.e. 51%, believe that the fact of whether they will receive
a quality or less quality candidate depends mostly on the position they
are filling. A general comment and conclusion is that they believe that the
highest quality personnel can be found when filling a position in the field
of Information Technology because such types of profiles are most present
on this network. Half, or 50% of the respondents believe that there may be
a risk of discrimination through LinkedIn, and 32.7% believe that it is very
small. The majority of the recruiters agreed with the last question, or as many
as 80.4% responded that in the future the modern recruitment process and
the presence of artificial intelligence will be more present.

In order to more reliably analyze the relationship between trust in mod-
ern tools and their use or non-use, we included analysis through cross-tab-
ulation and ANOVA:
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Table 1. Cross Tabulation

Trust Al Do not trust Al Don't know Total
Uses Al 8 8 6 22
Does not use Al 4 13 1" 28
Total 12 21 17 50

Source: Authors research

Table 2. Expected Values

Trust Al Do not trust Al Don't know
Uses Al 5.28 9.24 7.48
Does not use Al 6.72 11.76 9.52
Source: Authors research
P- value 0.19

The result obtained from the cross-sectional analysis showed that p-value
=0.1899=> 0.19, this result is greater than the standard significance level
of 0.05. From this we cannot come to a final statistical result that there is a
significant relationship between Al and trust in automated selection systems,
but we can freely say that respondents who have greater trust in Al and
automated systems use them more, while those who do not trust them more
refrain from using them. Finally, it can be noted that the use of new tools is
related to trust, but it also depends on a number of other factors such as:
the experience of recruiters, knowledge of the systems, the skepticism of
recruiters towards innovations, technological readiness and so on. With these
results, we cannot completely rule out the first hypothesis.

Additionally, we used ANOVA where we looked at recruiters who use
artificial intelligence in the recruitment process and their level of trust, which
was marked by answers Yes (that they trust Al) | don’t know, and No (recruit-
ers who do not trust artificial intelligence). To do this analysis, we looked at
guestions 2 and 6 of the survey and obtained the following results:

With a value of 2 for the second question: Do you use artificial intelli-
gence (Al) or automated tools in the recruitment process? Recruiters who use
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artificial intelligence in the recruitment process have answered with a value
of 1,and those who do not use it with a value of 1. On the 6th question:. Do
you trust in automated candidate selection systems? Those who do not trust
digitalization answered with a 1, those who are neutral with a 2, and those
who trust it with a 3. An ANOVA was conducted for users who use Al and who
have different levels of trust in it and the following results were obtained:

Anova: Single factor

SUMMARY

Groups Count Sum Average  Variance

6. Do you trust automated
candidate selection systems? 51 94  1.843137 0.654901961

2. Do you use artificial
intelligence (Al) or automated
tools in your recruitment

process? 51 74 1.45098  0.25254902

ANOVA

Source of Variation SS df MS F P-value  Fcrit
Between Groups 3.921568627 1 3921569 8.643042351 0.004078 3.936143
Within Groups 45.37254902 100 0.453725

Total 49.29411765 101

The F - value is 8.64, which means that we obtained a value greater
than the critical value 3.936. This leads to the result that there is a difference
between the groups.

The p - value is 0.004<0.05, which means that the difference is statisti-
cally significant with 95% confidence.

Additionally, an analysis was conducted for users who do not use artificial
intelligence and who have different levels of trust in it and the following
results were obtained:
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Anova: Single Factor

SUMMARY

Groups Count Sum Average Variance

6. Do you trust automated candidate
selection systems? 48 88 1.833333 0.65248227

2. Do you use artificial intelligence
(Al) or automated tools in the

recruitment process? 48 68 1416667  0.24822695
ANOVA

Source of Variation SS df Ms F
Between Groups 4166666667 1 4.166667 9.251968504
Within Groups 42.33333333 94 0.450355

The F - value is 9.25 which means that we obtained a value greater than
the critical value 3.942. This leads to the result that there is a significant
difference between the groups.

The p - value is 0.003 <0.05 which means that the difference is statisti-
cally significant.

The findings of this study indicate a moderate, but growing adoption
of Al-driven tools among HR professionals, particularly within the IT sector.
Despite the increasing global presence of Al in HR analytics, only slightly
more than half of the surveyed respondents reported active usage of such
technologies in their recruitment processes. Linkedln and ChatGPT emerged
as the most commonly used platforms, primarily due to their accessibility
and integration into existing digital ecosystems. However, the overall fre-
quency of usage remains limited, reflecting a cautious and gradual transition
rather than widespread acceptance.

One of the central themes emerging from the analysis is the complex
relationship between trust and technology adoption. While some respond-
ents expressed confidence in Al’s ability to enhance efficiency and stream-
line candidate selection, others maintained a preference for traditional
recruitment practices, highlighting perceived risks related to bias, lack of
transparency, and the inability of algorithms to fully capture human quali-
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ties. Interestingly, many HR professionals view Al tools not as replacements
but rather as supplementary instruments that support—but do not substi-
tute—human judgment. This hybrid approach appears to be the prevailing
sentiment, suggesting that technological adoption in recruitment is more
evolutionary than revolutionary.

The analysis further revealed significant differences in trust levels across
various user groups. The ANOVA results demonstrated that both users and
non-users of Al hold diverse and statistically significant views regarding the
reliability of automated systems. This variation underscores the importance
of individual and contextual factors—such as technological literacy, previ-
ous experience, organizational readiness, and industry norms—in shaping
perceptions and influencing adoption. Particularly in sectors where digital
competence is higher, trust in Al systems tends to be more favorable, rein-
forcing the role of digital skills as a critical enabler in technology acceptance.

Moreover, concerns regarding the potential for discrimination and ethical
misuse of Al tools were evident among participants. Approximately half of
the respondents acknowledged a risk of bias in Al-powered recruitment
platforms, particularly when algorithms operate without adequate oversight
or contextual interpretation. These concerns highlight the need for clear
ethical guidelines, algorithmic transparency, and mechanisms to ensure
fairness and accountability in Al-supported decision-making.

From a strategic perspective, the findings suggest that while Al adoption
in HR is on the rise, it remains in a transitional phase. Organizations are
experimenting with digital tools, but a full transformation will likely depend
on a combination of structural, cultural, and educational interventions. As
the technology evolves, so too must the competencies of HR professionals,
who must be equipped not only with technical skills but also with critical
thinking and ethical awareness to navigate the complexities of automated
recruitment.

In sum, this study contributes to the growing body of literature on Al
in human resource management by offering empirical insights into user
perceptions and behavioral patterns. The findings suggest that successful
integration of Al in recruitment requires more than technical deployment—it
demands trust-building, capacity development, and organizational align-
ment. As such, future research should focus on longitudinal studies that
track changes in perceptions over time, incorporate standardized measures
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of digital readiness, and explore the impact of Al on broader organizational
outcomes such as job satisfaction, diversity, and retention.

5. Conclusion and Recommendations - Future
Perspectives of Al, Linkedin and Automation in
Recruitment

This study explored the integration of artificial intelligence (Al), automation,
and digital platforms in recruitment and selection practices, with a spe-
cific focus on HR professionals in North Macedonia. The findings suggest a
transition toward more technologically enhanced recruitment processes,
particularly within sectors such as IT, which exhibit greater digital readiness.
Despite the global proliferation of Al in human resource management, the
adoption in North Macedonia remains uneven, with many organizations still
relying on traditional approaches alongside emerging tools.

A central theme revealed through the analysis is the importance of trust
in Al-driven recruitment systems. Statistical results, particularly from the
ANOVA tests, demonstrated that trust significantly differs between Al users
and non-users, emphasizing its role as a determinant of adoption. These
findings align with broader literature suggesting that trust is a critical enabler
of technology acceptance (Venkatesh et al.,, 2003; van Esch et al., 2019).
Furthermore, the research indicates a positive feedback loop: increased
exposure to Al tools leads to greater trust and, consequently, greater will-
ingness to adopt them.

However, the study also revealed persistent concerns regarding algo-
rithmic transparency, bias, and fairness, especially among those unfamiliar
with Al systems. Nearly half of the respondents perceived a potential risk of
discrimination through automated platforms, echoing concerns raised in
prior studies about the ethical and legal limitations of current Al applications
in hiring (Raghavan et al., 2020; Sdnchez-Monedero et al., 2020).

In conclusion, while Al and automation are gradually becoming inte-
grated into HR practices, a full transition depends not only on technological
availability but also on building trust, enhancing digital competence, and
ensuring ethical safeguards. The human element remains essential in final
decision-making, reinforcing the need for hybrid models that combine the
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strengths of both automation and human insight (Chamorro-Premuzic et

al., 2019).
The recommendations based on the research are the following:

— Strengthening digital literacy among HR professionals
Organizations should prioritize continuous digital upskilling for HR staff.
Increased digital literacy leads to higher comfort levels with Al tools,
reduces skepticism, and improves the quality of decision-making (Mei-
jerink et al., 2021). This is particularly important in emerging markets,
where digital divides may hinder full adoption.

— Promoting transparency of Al Systems
Developers and vendors of Al-powered recruitment platforms should
ensure algorithmic transparency and interpretability. When users under-
stand how decisions are made, they are more likely to trust the system
and adopt it ethically (Raghavan et al., 2020). Explainable Al frameworks
should be embedded in all HR technology solutions.

— Development of ethical and legal frameworks for Al use
Governments, in collaboration with HR professional bodies, must estab-
lish clear legal and ethical guidelines for Al use in recruitment. These
should include safeguards against bias, requirements for data privacy
compliance, and mechanisms for candidate appeals (Sanchez-Monedero
et al,, 2020). Alignment with global frameworks such as the EU Al Act and
GDPR s critical.

— Encouragement of hybrid recruitment models
Organizations should adopt hybrid recruitment strategies that combine
automated screening with human assessment. While Al can improve effi-
ciency in candidate shortlisting, human interaction is indispensable for
evaluating soft skills, cultural fit, and ethical concerns (Chamorro-Premu-
zic et al,, 2019; van Esch et al., 2019).

— Expansion of future research on long-term impacts
There is a pressing need for longitudinal and cross-national studies on
the impact of Al in recruitment. Future research should investigate how
Al tools influence not just hiring efficiency, but also job satisfaction,
organizational performance, and diversity outcomes (Upadhyay & Khan-
delwal, 2018).
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