[image: ]

Programme name: Master of Business Administration
Module name and code: LCMB7035_LON Dissertation
Format: Dissertation Proposal
Name and title of the assessment: The Impact of Generative Artificial Intelligence on Recruitment and Talent Acquisition: A Systematic Review
Supervisor’s name: MD Kalam
Student Name: Shubham Yadav 
ID : 2504020
Word count: 2787
Submission date: 31st July





Table of Contents
1. Introduction	4
1.1 Background	4
1.2 Research Aim	6
1.3 Research Objectives	6
1.4 Research Questions	6
2. Literature Review	7
2.1 Introduction	7
2.2 Evolution of Artificial Intelligence in Recruitment	7
2.3 Organisational Benefits of Generative AI in Recruitment	7
2.4 Ethical, Legal and Organisational Challenges of Generative AI in	8
2.5 Critical Evaluation of Existing Literature	8
2.6 Research Gap	9
2.7 Chapter Summary	9
3. Methodology	10
Figure 1: Research Onion adapted for this study(self)	11
3.1 Research Philosophy	11
3.2 Research Approach	12
3.3 Research Design	12
3.4 Research Strategy	12
3.5 Search Strategy	13
3.6 Inclusion and Exclusion Criteria	13
3.7 Data Collection Process	13
3.8 Data Analysis	14
3.9 Ethical Considerations	14
3.10 Reliability and Validity	14
3.11 Chapter Summary	14
4. Expected Findings	16
5. Limitations	17
6. Timeframe	18
Table 6.1: Proposed Gantt Chart for the Dissertation Timeline	18
7. Conclusion	19
8. References	20












[bookmark: _Toc236225776][bookmark: _Toc236226452]
1. Introduction
[bookmark: _Toc236225777][bookmark: _Toc236226453]1.1 Background
The rapid development of Artificial Intelligence (AI) has changed the way organisations make decisions across many business functions, including finance, marketing, operations and human resource management (HRM) (Dwivedi et al., 2023).Among the latest developments, Generative Artificial Intelligence (GenAI) has attracted significant academic and managerial attention due to its ability to generate human-like text, analyse large volumes of information, automate knowledge-based tasks, and support decision-making. Unlike traditional AI systems that mainly classify or predict outcomes using structured datasets, generative AI creates original content through large language models trained on extensive datasets (Dwivedi et al., 2023). Consequently, organisations are increasingly integrating generative AI into strategic business activities to improve productivity, efficiency, and innovation.
Recruitment and talent acquisition represent one of the most important functions within HRM because organisational success depends heavily upon attracting, selecting, and retaining talented employees. Traditional recruitment processes are often resource-intensive, requiring recruiters to draft job advertisements, screen hundreds of applications, communicate with candidates, schedule interviews, and evaluate applicants. These activities are not only time-consuming but are also vulnerable to human bias, inconsistent judgement, and administrative inefficiencies (Stone et al., 2020). As organisations compete for skilled employees in increasingly dynamic labour markets, there is growing pressure to improve recruitment quality while simultaneously reducing recruitment costs and time-to-hire.
Recent advances in generative AI have significantly expanded the technological capabilities available to recruiters. Modern AI applications can automatically generate job descriptions, personalise communication with applicants, summarise CVs, assist interview preparation, and provide decision-support throughout the recruitment process. These technologies promise substantial improvements in recruitment efficiency while enhancing candidate engagement and supporting strategic workforce planning. According to Mori et al. (2024), AI technologies have increasingly shifted recruitment activities from administrative automation towards intelligent decision-support systems capable of improving recruitment effectiveness.
Despite these potential advantages, the growing use of generative AI has also generated considerable academic debate. Researchers argue that algorithmic bias, transparency, explainability, privacy concerns, accountability, and legal compliance remain significant challenges affecting responsible AI adoption in recruitment (Hunkenschroer and Luetge, 2022). AI systems may unintentionally reproduce historical discrimination embedded within training datasets, potentially undermining fairness and equal employment opportunities. Consequently, organisations must balance technological efficiency with ethical recruitment practices and regulatory compliance.
Although research into AI-enabled recruitment has expanded considerably during recent years, existing literature remains fragmented. Many studies examine algorithmic recruitment generally, while comparatively fewer focus specifically on the emerging role of generative AI within strategic talent acquisition. Furthermore, findings regarding organisational benefits, ethical implications, and long-term consequences remain inconsistent. These gaps justify the need for a systematic review synthesising current evidence regarding the impact of generative AI on recruitment and talent acquisition.
Therefore, this dissertation proposes a systematic review to critically evaluate how generative AI influences recruitment and talent acquisition. By synthesising contemporary academic literature, the study aims to identify current applications, organisational benefits, ethical challenges, and future research directions, thereby contributing to a more comprehensive understanding of AI-enabled recruitment within modern organisations.
[bookmark: _Toc236226454]1.2 Research Aim
To critically evaluate the impact of generative artificial intelligence on recruitment and talent acquisition through a systematic review of contemporary academic literature.
[bookmark: _Toc236226455]1.3 Research Objectives
· To examine the current applications of generative artificial intelligence in recruitment and talent acquisition.
· To evaluate the organisational benefits associated with adopting generative AI in recruitment.
· To critically analyse the ethical, legal, and managerial challenges arising from the use of generative AI in recruitment.
· To identify gaps in the existing literature and recommend directions for future research.
[bookmark: _Toc236226456]1.4 Research Questions
1. How is generative artificial intelligence currently applied in recruitment and talent acquisition?
2. What benefits does generative AI offer organisations during recruitment?
3. What ethical, legal, and operational challenges are associated with AI-enabled recruitment?
4. What research gaps remain within the existing academic literature?

[bookmark: _Toc236225778][bookmark: _Toc236226457]
2. Literature Review
[bookmark: _Toc236225779][bookmark: _Toc236226458]2.1 Introduction
This literature review reviews the existing studies on the use of generative artificial intelligence (AI) in recruitment and talent acquisition. It discusses the main benefits and challenges of using AI in recruitment, identifies gaps in the current research, and explains why this study is needed.
[bookmark: _Toc236226459]2.2 Evolution of Artificial Intelligence in Recruitment 
Artificial intelligence has been used in recruitment for more than 20 years. In the beginning, it was mainly used for tasks such as applicant tracking, CV screening and candidate matching. These early systems helped organisations save time, but they depended on structured data and fixed rules to make decisions (Russell and Norvig, 2021).
The development of generative AI has changed the way organisations use AI in recruitment. It can now create job advertisements, prepare interview questions, write personalised messages to candidates, summarise CVs and support recruitment decisions (Dwivedi et al., 2023). This shows that AI is now supporting more strategic HR activities instead of only reducing administrative work (Stone et al., 2020). However, there is still limited evidence about its long-term impact on organisations (Mori et al., 2024).
[bookmark: _Toc236226460]2.3 Organisational Benefits of Generative AI in Recruitment 
Generative AI helps organisations make recruitment faster and more efficient. It can automate routine tasks such as candidate communication, document preparation and applicant screening. This allows recruiters to spend more time on important activities such as workforce planning, employer branding and communicating with candidates.
AI can also improve the candidate experience by providing faster replies and more personalised communication during the recruitment process. It can quickly review large amounts of applicant information and support more consistent recruitment decisions. However, most of these benefits are based on conceptual studies or case studies, so more empirical research is needed to confirm its long-term value.
[bookmark: _Toc236226461]2.4 Ethical, Legal and Organisational Challenges of Generative AI in Recruitment
Although generative AI offers many benefits, it also creates important challenges. One major concern is algorithmic bias. AI systems learn from historical recruitment data, and if that data contains bias, the AI may produce unfair recruitment decisions. This shows the importance of fairness, transparency and accountability when AI is used in recruitment (Hunkenschroer and Luetge, 2022).
Another challenge is that many AI systems work as "black boxes", making it difficult to understand how decisions or recommendations are made. For this reason, human involvement is still important when making final recruitment decisions (Stone et al., 2020).
Privacy is another key issue because recruitment involves collecting and processing personal information. Organisations must use candidate data responsibly and follow regulations such as the General Data Protection Regulation (GDPR). Good governance, employee training and management support are also important for the successful use of generative AI (Dwivedi et al., 2023).
[bookmark: _Toc236226462]2.5 Critical Evaluation of Existing Literature 
Research on AI in recruitment has increased in recent years, but several gaps remain. Much of the existing literature discusses the possible benefits and challenges of AI without providing strong empirical evidence from organisations.
Most studies also examine artificial intelligence in general rather than generative AI. As a result, there is still limited understanding of how generative AI affects recruitment and talent acquisition.
Current findings on fairness are also mixed. AI can improve consistency in recruitment decisions, but biased training data may also lead to unfair outcomes. In addition, most studies focus on developed countries, so there is limited evidence from developing countries and different organisational settings.
[bookmark: _Toc236226463]2.6 Research Gap
The current literature shows that generative AI can improve recruitment efficiency, communication and decision-making. However, there is still limited evidence about its long-term impact, ethical use and practical implementation. Most studies focus on traditional AI, and there are few systematic reviews that bring together recent research on generative AI.
This dissertation will address these gaps by carrying out a systematic review of recent academic studies. It aims to provide a clear understanding of the opportunities, challenges and future use of generative AI in recruitment and talent acquisition.
[bookmark: _Toc236226464]2.7 Chapter Summary
This chapter reviewed the existing literature on generative AI in recruitment and talent acquisition. It showed that generative AI can improve recruitment processes but also raises important issues related to bias, transparency, privacy and organisational readiness. These gaps in the current literature provide a clear reason for carrying out the systematic review presented in the next chapter.
[bookmark: _Toc236226465]
3. Methodology
The methodology of this study is guided by the Research Onion framework developed by Saunders, Lewis and Thornhill (2023). The framework provides a structured approach for selecting appropriate research methods by considering the research philosophy, approach, methodological choice, research strategy, time horizon, and data collection techniques. Using the Research Onion helps ensure that all methodological decisions are aligned with the research aim and objectives. For this study, an interpretivist research philosophy, an inductive approach, a qualitative methodological choice, and a systematic literature review have been selected to investigate the impact of generative artificial intelligence on recruitment and talent acquisition (Saunders, Lewis and Thornhill, 2023).
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[bookmark: _Toc236226466]Figure 1: Research Onion adapted for this study(self)
[bookmark: _Toc235989778][bookmark: _Toc236225780][bookmark: _Toc236226467]Source: Adapted from Saunders, M., Lewis, P. and Thornhill, A. (2023) Research Methods for Business Students. 9th edn. Harlow: Pearson.

[bookmark: _Toc236226468]3.1 Research Philosophy
This study adopts an interpretivist research philosophy. Interpretivism is suitable because the study aims to understand and interpret existing knowledge on the use of generative AI in recruitment and talent acquisition rather than measure relationships using numerical data. As this research is based on published academic studies, the interpretivist approach supports a deeper understanding of different findings and viewpoints. This philosophy is appropriate for a systematic literature review because it focuses on analysing and interpreting existing evidence to answer the research questions (Saunders, Lewis and Thornhill, 2023).
[bookmark: _Toc236226469]3.2 Research Approach
This study uses an inductive research approach. An inductive approach is suitable because the study aims to review and understand existing knowledge on the use of generative AI in recruitment and talent acquisition. Instead of testing a theory, the study will identify common themes, patterns and gaps from published research. This approach is appropriate for a systematic literature review because it allows conclusions to be developed from the evidence collected from academic studies (Saunders, Lewis and Thornhill, 2023).
[bookmark: _Toc236226470]3.3 Research Design
This study uses a qualitative research design because it aims to review and understand existing academic studies rather than collect numerical data. A systematic literature review was chosen as the research design because it provides a clear and organised way to identify, evaluate and combine findings from previous research. This approach helps provide a balanced understanding of the opportunities and challenges of using generative AI in recruitment and talent acquisition. It also improves the transparency and reliability of the review by following a structured process (Saunders, Lewis and Thornhill, 2023, pp. 196–198).
[bookmark: _Toc236226471]3.4 Research Strategy
This study uses a systematic literature review as its research strategy. A systematic literature review follows a structured process to identify, select and review relevant academic studies. This approach helps reduce bias by using clear search methods and selection criteria. It also provides a reliable summary of the existing evidence on the use of generative AI in recruitment and talent acquisition. A systematic review is suitable for this study because it brings together findings from different studies to answer the research questions in a clear and organised way (Saunders, Lewis and Thornhill, 2023; Snyder, 2019).
[bookmark: _Toc236226472]3.5 Search Strategy
A structured search strategy will be used to identify relevant academic studies for this review. The main databases used will include Scopus, Web of Science, ScienceDirect and Google Scholar because they provide access to high-quality peer-reviewed research. Keywords such as "generative AI", "artificial intelligence", "recruitment", "talent acquisition", "human resource management" and "ChatGPT" will be combined using Boolean operators such as AND and OR to improve the search results. The review will mainly include studies published between 2020 and 2025 to ensure the findings reflect recent developments in generative AI (Snyder, 2019).
[bookmark: _Toc236225781][bookmark: _Toc236226473]3.6 Inclusion and Exclusion Criteria
Clear inclusion and exclusion criteria will be used to select relevant studies for this review. The review will include peer-reviewed journal articles published in English between 2020 and 2025. Only studies that focus on generative AI, recruitment, talent acquisition or human resource management will be included.
Studies that are not related to the research topic, conference papers, book reviews, news articles and non-English publications will be excluded. Using these criteria will help ensure that the review includes relevant, reliable and up-to-date academic evidence (Snyder, 2019).
[bookmark: _Toc236226474]3.7 Data Collection Process
The data for this study will be collected from published academic literature. After searching the selected databases, duplicate studies will be removed. The titles and abstracts of the remaining studies will then be reviewed to check whether they meet the inclusion criteria. The full text of the selected studies will be examined before they are included in the final review. The study selection process will follow the PRISMA guidelines to ensure that the review is clear, organised and transparent (Page et al., 2021).
[bookmark: _Toc236226475]3.8 Data Analysis
The selected studies will be analysed using thematic analysis. This method will help identify common themes, patterns and differences in the existing literature. The findings from each study will be compared to understand the benefits, challenges and future use of generative AI in recruitment and talent acquisition. Thematic analysis is suitable because it provides a clear and organised way to review qualitative information from different academic studies (Braun and Clarke, 2006).
[bookmark: _Toc236226476]3.9 Ethical Considerations
[bookmark: _Toc235989788]This study is based only on published academic literature and does not involve human participants. Therefore, ethical issues such as informed consent and confidentiality do not apply. However, all sources will be properly acknowledged using Harvard referencing to avoid plagiarism and maintain academic integrity. The review will also present the findings fairly and accurately without changing or misrepresenting the original studies (Saunders, Lewis and Thornhill, 2023).
[bookmark: _Toc236226477]3.10 Reliability and Validity
To improve the reliability and validity of this study, a clear and structured review process will be followed. The use of predefined search terms, inclusion and exclusion criteria, and a systematic search strategy will help ensure that the study can be repeated and that the findings are based on reliable academic evidence. Using peer-reviewed journal articles will also improve the quality and credibility of the review (Saunders, Lewis and Thornhill, 2023; Snyder, 2019).
[bookmark: _Toc236226478]3.11 Chapter Summary
This chapter explained the research methods used in this study. It described the research philosophy, approach, design and strategy, together with the search process, study selection, data analysis and ethical considerations. The methodology provides a clear and structured process for reviewing the existing literature on generative AI in recruitment and talent acquisition. The next chapter will present the findings from the selected studies.
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4. Expected Findings
[bookmark: _Toc236225783][bookmark: _Toc236226480]This study is expected to find that generative AI has the potential to improve recruitment and talent acquisition by increasing efficiency, reducing administrative work and supporting better decision-making. The review is also expected to show that AI can improve candidate communication and help recruiters manage large numbers of applications more effectively.
At the same time, the findings are expected to highlight several challenges, including algorithmic bias, lack of transparency, privacy concerns and the need for human oversight. The review may also show that successful implementation depends on good data quality, clear organisational policies and responsible use of AI.
Finally, this study is expected to identify gaps in the current literature, particularly the limited research on generative AI in recruitment and the lack of long-term empirical evidence. These findings are expected to provide useful recommendations for organisations and identify areas for future research.
[bookmark: _Toc236226481]5. Limitations
This study has several limitations. First, it is based only on secondary data and does not include primary data collected from recruiters or organisations. As a result, the findings will depend on the quality and availability of existing studies. Second, only studies published in English between 2020 and 2025 will be included, which means some relevant research may be excluded. Finally, because generative AI is developing rapidly, new research published after the review is completed may not be included. These limitations will be considered when discussing the findings.











[bookmark: _Toc236225784][bookmark: _Toc236226482]6. Timeframe
[bookmark: _Toc236225785][bookmark: _Toc236226483]The dissertation project will be completed between 13 July 2026 and 25 September 2026. During the first three weeks, the research topic, dissertation proposal and ethics application will be completed under the guidance of the supervisor. Following the approval of the proposal and ethics form, the dissertation will progress through a systematic literature review, including searching for relevant studies, screening articles, data extraction and thematic analysis. Regular supervision meetings will be used to discuss progress, receive feedback and make revisions. The final weeks will focus on completing the dissertation, proofreading, formatting and submitting the final document by 25 September 2026.
	[bookmark: _Toc236226484]Table 6.1: Proposed Gantt Chart for the Dissertation Timeline

	
	July 2026
	August 2026
	September 2026
	

	Activities
	13 Jul
	20 Jul
	27 Jul
	03 Aug
	10 Aug
	17 Aug
	24–30 Aug
	07 Sep
	14 Sep
	21–25 Sep
	

	Select research topic
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	

	Prepare dissertation proposal
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	

	Complete ethics application
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	

	Submit proposal & ethics form
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	

	Literature search
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	

	Screen & select studies (PRISMA)
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	

	Data extraction & organisation
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	

	Thematic analysis
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	

	Write dissertation chapters
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	

	Supervisor meetings
	●
	●
	●
	●
	●
	●
	 
	●
	●
	 
	

	Proofreading & formatting
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	

	Final dissertation submission
	 
	 
	 
	 
	 
	 
	 
	 
	 
	▲
	


[bookmark: _Toc236226485]7. Conclusion
This proposal has outlined a systematic literature review on the impact of generative AI in recruitment and talent acquisition. The study aims to examine both the opportunities and challenges of using generative AI in recruitment by reviewing existing academic literature. A structured research methodology has been proposed to ensure that the review is clear, reliable and transparent. It is expected that the findings will provide useful insights for organisations, HR professionals and future researchers while contributing to the growing knowledge of generative AI in human resource management.
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Figure 3.1: Research Onion adapted for this study
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