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[bookmark: _Toc212829496]1. Introduction
[bookmark: _e4r42a8ynhar][bookmark: _Toc212829497]1.1 Background
AI has revolutionised the way businesses are conducted. AI is being applied in Human Resource (HR) management for better and faster HR decisions. There are many companies that have started utilising AI in the recruitment and selection process (Nawaz et al., 2024) And AI can conduct various applications within a shorter span of time and identify candidates. It can also be used to remove human bias and lead to a fairer decision.
Nevertheless, there are some challenges that still need to be addressed. Other critics are worried that AI will not be able to recognise human emotions and that it will interpret data in a prejudiced manner. There are issues of privacy and trust (Daly, Wiewiora and Hearn 2025). With increasing number of companies promising the potential power of AI in the HR, it becomes important to understand the resulting impact on the recruiting and selection process.
[bookmark: _xge31ccl4hqf][bookmark: _Toc212829498]1.2 Purpose of the Study
The aim of this study is to discuss the impact of AI in HR recruitment and selection. It will focus on the good and the bad aspects of making use of AI. The impact of AI on fairness, transparency, and the hiring experience overall will also be determined with the study. These are points that will help businesses in making better and ethical use of AI.
[bookmark: _palfsjq8pwu4][bookmark: _Toc212829499]1.3 Research Questions
1. How efficiently is AI supported in recruitment and selection?
2. What are the issues or challenges of using AI in recruitment?
3. How does AI affect fairness & candidate experience while hiring?
[bookmark: _nkmnt2nxi0sh][bookmark: _Toc212829500]1.4 Research Objectives
1. To analyse the capabilities of AI tools in making recruitment and selection faster and more effective
2. To determine the benefits and challenges of using AI in human resources recruitment
3. To elaborate on AI implications on fairness, transparency, and candidate experience
4. To suggest best practices for using AI for HR in a fair and responsible way.
[bookmark: _9u4toimzyjhy][bookmark: _Toc212829501]2. Preliminary Literature Review
With AI, there is increased speed when it comes to hiring. Authors agree that AI can improve candidate matching. However, they introduce the spectre of bias and privacy as well as legal risks.
[bookmark: _8llzjj91hq3w][bookmark: _Toc212829502]2.1 AI in HRM Practices
Gupta (2024) states that the efficiency in HRM is increased through AI. The author agrees with others in believing that automation saves time and money. The study tends to be more descriptive in nature. It is not testable in an empirical sense. Its limitation would be the secondary summaries and the general trend of things. For this research, the study helps in providing a framework for broader impacts and risks. However, it is not detailed with regard to the methods or measurable results.
Benabou, Touhami, and Demraoui (2024) present AI and its futures in HR Review. They agree that jobs and required skills will be changed by AI. The focus here is upon ethics and governance. They take issue with the over-optimistic views that believe that AI alone is the solution to bias. Their work is conference-based and is succinct. It lacks long-term case studies. The limitation is the short scope and the early findings. This research provides the latest views and sheds light on the governance issues. It is helpful to explore the issues of fairness and transparency of selection.
Balasundaram, Venkatagiri, and Sathiyaseelan (2022) demonstrate candidate experience in high-volume hiring. They agree that AI can enhance communication and speed. The automation may be impersonal as mentioned by the authors. Their study is a conceptual review. It does not have wide testing of empirical data on industries. This has the disadvantage of limiting the generalisability. In this proposal, their operative is useful for the objective candidate experience. They give some useful examples, and also a warning, about human touch.
[bookmark: _e7fzcford7pq][bookmark: _Toc212829503]2.2 Challenges of AI in HRM 
Legal consequences of AI interviews in AI video interviews are analysed by Kammerer (2021). The author agrees that laws are behind the technology. He worries about the security of applicants. He takes issue with the claims of firms that the current law is adequate. The work is illegitimate and has a normative content. It is concentrated on US law and video interviews. However, the limitation is limited areas of law, and jurisdiction. For the purpose of this study, the author helps define the regulatory and legal risk. It identifies the importance of communicating on legal limitations for expected results and limitations.
Bhise et al. (2024) talk about AI-HRM transformations. They agree that AI can disrupt routine HR activities. They put an emphasis on training HR people to work with AI. They give several examples, and there was no systematic analysis. The limitation is more conceptual coverage and little data. This source applies to the construction of theoretical arguments about the collaboration of humans and AI. It is helpful in this regard of justifying the study's focus on HR roles and best practices.
Prikshat et al. (2023) offer a literature review along with a multilevel framework. They do agree that research is fragmented. They propose an integrative framework between the individual, team and organisational level. They also discuss results that are unclear and mixed evidence with respect to the reduction of bias. The issue is relying on a synthesis of studies from which it is trying to obtain further empirical validity. For the proposal this paper is useful. It presents a framework upon which to organise themes in thematic analysis of secondary sources.
[bookmark: _tj5jkpizgxxs][bookmark: _Toc212829504]2.3 Theoretical Aspects
Khan, Khan, and Aslam (2024) demonstrated the Technology Acceptance Model and its application to the adoption of AI in HRM. They agree that technology, organisation, and environment a factor in adoption. One of the conclusions they draw is that its perceived utility is a major determinant of acceptance. In particular, they warn that support of infrastructure and management is important. A model-driven paper may be context-dependent, which is the case for this study. It often makes use of specific samples. Its applicability is in the explanations of the drivers of adoption. 
Sandeep, Lavanya, and Balakrishnan (2025) associated AI recruitment to the resource-based view and dynamic capabilities. They agree that the use of AI is possible when it comes to building intellectual capital. They prioritise competitive advantage and strategic value. They also caution that capabilities have to be developed among humans. It is a recently conducted study having more theoretical focus and selected cases. For the research, it is a good theoretical support. It helps to justify the use of AI as a strategic resource and assists in expected findings on competitive benefit.
[bookmark: _9hs0cuf0kzpt][bookmark: _Toc212829505]2.4 Literature gaps
Most authors agree that there have been efficiency improvements. They differ on the reduction of bias by AI. Many works are without large-scale empirical validation. Few studies integrate entirely legal, ethical, and strategic views. The problem can be solved with secondary data that includes reports, legal analyses, and academic research. This mix will help to answer the research questions. It will also point out where primary research may be required in the future.
[bookmark: _aur9skc81gcj][bookmark: _Toc212829506]3. Proposed Methodology
Secondary data collection will be used in this research. The research will not include the collection of new or primary data. Instead, it will rely upon information already published by academic and professional sources trusted by the researchers.
[bookmark: _s7qpqbakhset][bookmark: _Toc212829507]3.1 Data Collection
The study will be based on secondary data. It is defined as applying data that other persons have collected. In this type of research, the information will be extracted from journal articles, research publications, company reports, and conference publications (Cheong et al., 2023). Reputable sources such as ResearchGate, Google Scholar, ScienceDirect, and others will be used. These materials include research reports and case studies about the application of Artificial Intelligence in the areas of HR recruitment and selection.
The secondary method is chosen because it saves time and money. It is used to cover lots of information of many companies and nations. It also helps to see trends and patterns that may be lost in the single company studies. The information is already examined and published, and is trustworthy and appropriate for works of study.
Primary data collection, such as interviews or surveys, takes a while to access HR professionals. This can be impossible in a short time (Taherdoost, 2021). Private information about HR activities may also not be available at a lot of organisations. It is also hard to compile detailed data. Because of this, it is more rational and ethical to employ the use of available secondary data for this project.
[bookmark: _rpncyckuokdm][bookmark: _Toc212829508]3.2 Content Analysis
Difference between Imagism and Expressionism: Content analysis will be the main method of analysis. This means that the sources collected should be read and studied with the intention of looking for the common ideas, themes, and patterns (Kleinheksel et al., 2020). For example, if there is a large number of studies which contain the words efficiency, bias, candidate experience, these words will be grouped into themes. These themes will be used to add insights to the changes that recruitment and selection AI is bringing. This will be a comparative analysis that will lead to compare the different opinions of different authors and the identification of challenges and benefits.
[bookmark: _rer86fo8kyc5][bookmark: _Toc212829509]3.3 Value to the Research
This technique will enable the study to find potent evidence from the literature. It will merge various opinions about the impact of AI on HR. It will also help in the answer to all the research questions with real examples and reliable studies. In this way, the research will develop a comprehensive and rounded idea of the changes in HR recruiting and selection due to AI.
[bookmark: _Toc212829510]4. Expected Findings 
The research activities are likely to show a high impact of the Artificial Intelligence (AI) on HR recruitment and selection. AI is likely to be employed to bring quicker and more accurate finding job. It will help the organisations to handle the huge number of job applications with less efforts. Some of these tools, such as chatbots and automated screening, may be helpful in better short-listing and matching the candidates. The studies may also show that the AI removes some human bias if they are trained in the right way. However, ethical issues will ensure that issues will still remain. The results will also indicate that AI success is dependent upon HR professionals. When HR staff are well-trained, on the other hand, and they are using AI ethically, it works out better. The research may discover that AI exists in the world but cannot replace human beings but can work with them. Human Judgement will require understanding feelings and fitting in anyway.
In the end, the research is likely to come up with useful ideas for businesses. It will suggest how AI can be more effectively and fairly utilised in HR. It will also help to come up with clear rules regarding ethical AI in hiring and recruiting.
[bookmark: _dzktn116nj92][bookmark: _Toc212829511]5. Limitations
There are some constraints in this study. It will be entirely secondary data-based, which implies the research will be based on the already published studies. This consists of the quality and accuracy of the work of other researchers, so that the findings are dependent upon the accuracy of their work. There will be no Primary data for this question, and hence, there will not be an actual input from the HR managers or aspirants.
[bookmark: _3noz2nmkz50x][bookmark: _Toc212829512]6. Ethical Considerations 
The study is based on secondary data; thus, the ethical issues regarding participant information or consent is not applicable here. In order to avoid ethical issues, the open-access research paper will be taken from authentic sources. Besides, the sources will be acknowledged with proper citation. 
[bookmark: _ch6bjg45qzq8][bookmark: _Toc212829513]7. Timeline 
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Figure 1: Gantt Chart 
(Source: Self-Developed)
[bookmark: _l4xymadi1xbq][bookmark: _Toc212829514]8. Conclusion 
This proposal aims at researching on the transformation of the role of Artificial Intelligence on the HR recruitment and selection. AI is applied to increase the speed and accuracy of the hiring process, as well as decision-making. The benefits and risk of the study will be discovered through the use of secondary data.
The study will read the ability of the artificial intelligence to create such a fair and effective recruitment process from other sources. It will also focus on the ethical considerations like bias, privacy, and absence of emotion in the AI-based systems. In order to deal with these issues, the study will propose ways this could be accomplished with the appropriate HR training and ethical use of a technology.
The proposal will help organisations to understand what they can do to be responsible with AI. It will also enable HR managers to get technology in balance with human judgment. At the end of it, the study will give impetus to the movement for smarter, fairer and more transparent recruitment practices. It will allow other contribution to knowledge in the literature and impact on the future of HR management.
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