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Abstract

The rapid integration of artificial intelligence (Al) into organizational recruitment processes is transforming how organizations
identify, evaluate, and select job candidates. Al-driven recruitment systems enable firms to process large volumes of applicant
data and increase the efficiency of hiring processes. However, the growing reliance on algorithmic decision systems also
introduces significant governance challenges related to transparency, accountability, and candidate trust. This study examines
Al-driven recruitment systems through the lens of algorithmic management and organizational governance. While existing
research has primarily focused on technical performance and bias mitigation in automated hiring systems, relatively limited
attention has been devoted to the governance structures required to manage algorithmic decision-making within organizational
recruitment processes. Addressing this gap, the paper develops the Al Recruitment Governance Framework (ARGF), a
conceptual model that conceptualizes Al-driven recruitment as a form of algorithmic management and proposes a responsible
Al governance architecture based on three core dimensions: transparency, accountability, and human oversight. The framework
provides a theoretical foundation for future empirical research. The framework highlights governance mechanisms that enable
organizations to maintain managerial responsibility and ethical oversight while leveraging the efficiency gains offered by Al
technologies. This study contributes to the literature by conceptualizing Al-driven recruitment as a form of algorithmic
management and proposing a governance framework for responsible Al deployment in hiring processes. The study contributes
to the emerging literature on responsible Al in human resource management by integrating insights from algorithmic
management theory, HR governance research, and Al ethics scholarship. The findings suggest that organizations should adopt
hybrid recruitment models in which algorithmic screening is complemented by structured human oversight and clear governance
mechanisms. Such approaches can enable organizations to benefit from Al-enabled recruitment while preserving fairness,
transparency, and legitimacy in hiring decisions.
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1. Introduction

The rapid diffusion of Artificial Intelligence (AI) in organ-
izational decision-making has profoundly reshaped human re-
source management (HRM) practices. In particular, Al-driven
recruitment systems are increasingly used to automate candi-
date screening, evaluate applications, and support hiring deci-
sions. Organizations adopt these tools primarily to improve
efficiency, reduce time-to-hire, and enhance the scalability of
recruitment processes in highly competitive labor markets [1,
4].

Recent technological developments, including machine
learning and generative Al systems, have further expanded the
capabilities of automated recruitment platforms. These tech-
nologies can process large volumes of applicant data, identify
patterns across candidate profiles, and generate predictive as-
sessments of candidate suitability. As a result, Al systems are
increasingly embedded in recruitment pipelines across sectors
such as finance, healthcare, and technology, where organiza-
tions manage large applicant pools and require rapid decision-
making [4].

However, the growing reliance on Al in recruitment has
also raised significant concerns regarding transparency, fair-
ness, and accountability. Al-driven systems often operate as
complex algorithmic models whose decision-making logic re-
mains opaque to both candidates and hiring managers. This
opacity can generate challenges related to explainability, par-
ticularly when automated screening decisions affect employ-
ment opportunities for applicants [6]. In addition, algorithmic
decision-making may inadvertently reproduce historical bi-
ases embedded in training datasets, potentially leading to dis-
criminatory outcomes and undermining equal opportunity
principles in hiring practices [6].

Beyond technical risks, the integration of Al into recruit-
ment processes represents a broader organizational transfor-
mation that can be conceptualized through the lens of algorith-
mic management. Algorithmic management refers to the use
of automated systems to monitor, evaluate, and guide organi-
zational decision-making processes that were traditionally
performed by human managers. Within recruitment contexts,
algorithmic systems increasingly shape how candidate infor-
mation is evaluated, prioritized, and filtered, effectively redis-
tributing decision authority between human managers and al-
gorithmic tools.

This shift introduces new governance challenges for organ-
izations. While Al systems can enhance efficiency and con-
sistency in recruitment decisions, they also raise questions re-
garding responsibility, oversight, and ethical accountability.
Organizations must therefore ensure that Al-driven recruit-
ment processes remain aligned with regulatory standards, eth-
ical principles, and organizational governance structures. Reg-
ulatory developments such as the European Union Artificial
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Intelligence Act emphasize the need for transparency, human
oversight, and risk management in the deployment of high-
impact Al systems, including those used in employment con-
texts [2].

Despite the growing adoption of Al recruitment technolo-
gies, existing research often focuses on technical performance
or bias mitigation while paying less attention to the govern-
ance structures required to manage algorithmic decision-mak-
ing in organizational settings. Recent research has begun to
address these limitations by developing governance-oriented
Al frameworks in high-risk organizational contexts, particu-
larly within public sector HR systems, where legitimacy and
regulatory compliance play a central role in Al adoption [14].

This study contributes to the literature by introducing a gov-
ernance framework that bridges algorithmic management re-
search and responsible Al principles in organizational recruit-
ment. In particular, the conceptualization of Al recruitment as
a form of algorithmic management remains underdeveloped
in HRM literature. This gap highlights the need for govern-
ance frameworks capable of balancing technological effi-
ciency with accountability, transparency, and human over-
sight in recruitment processes.

This study therefore addresses the following research ques-
tion: how can organizations design governance frameworks
that ensure the responsible deployment of Al-driven recruit-
ment systems?

In response to this challenge, this study develops the Al Re-
cruitment Governance Framework (ARGF), a conceptual
model that positions Al-driven recruitment at the intersection
of algorithmic management, HRM practices, and responsible
Al governance, and explains how organizations can govern al-
gorithmic hiring systems through transparency, accountability,
and human oversight. The ARGF provides a conceptual foun-
dation that future studies can use to empirically examine gov-
ernance mechanisms in Al-supported recruitment across in-
dustries and institutional contexts. By integrating insights
from algorithmic management research, HR governance stud-
ies, and responsible Al principles, the study aims to contribute
to the emerging literature on Al governance in organizational
decision-making.

The remainder of this paper is structured as follows. Section
2 reviews the existing literature on Al in recruitment, algorith-
mic management, and responsible Al governance. Section 3
outlines the conceptual approach used to develop the proposed
framework. Section 4 discusses the governance challenges as-
sociated with Al-driven recruitment systems. Section 5 pre-
sents a responsible Al governance framework designed to sup-
port accountable and transparent recruitment practices. Fi-
nally, Section 6 concludes by discussing implications for HR
governance and future research directions.
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Governance Dimensions: Transparency | Accountability | Human Oversight

Figure 1. Al-Driven Recruitment as Algorithmic Management
Framework.

Conceptual representation of the interaction between candi-
date data processing, algorithmic screening, and human over-
sight within Al-supported recruitment processes. Governance
layers ensure transparency, accountability, and responsible
decision-making.

2. Literature Review

2.1. Artificial Intelligence in Recruitment

Artificial intelligence is increasingly integrated into human
resource management (HRM) processes, particularly in re-
cruitment and talent acquisition [15, 17]. Al-driven recruit-
ment systems use machine learning algorithms, predictive an-
alytics, and automated screening tools to evaluate job appli-
cants and support hiring decisions. These technologies allow
organizations to analyze large volumes of applicant data, iden-
tify relevant candidate profiles, and automate early stages of
the hiring process [5].

Research on HR analytics suggests that Al-supported re-
cruitment tools can significantly improve efficiency by reduc-
ing time-to-hire and enabling more scalable evaluation pro-
cesses across large applicant pools [3]. By applying consistent
evaluation criteria to candidate profiles, algorithmic recruit-
ment systems are often presented as tools that may reduce hu-
man biases and improve decision consistency [4]. This posi-
tion is also supported by recent evidence from the European
banking sector, where Al-enabled recruitment was associated
with greater process efficiency and improved candidate selec-
tion outcomes, although concerns regarding trust remained
significant [13].

However, scholars have increasingly highlighted the risks
associated with algorithmic hiring systems. One major con-
cern relates to the reproduction of historical biases embedded
in training datasets. When algorithms learn from past hiring
decisions, they may inadvertently replicate discriminatory
patterns present in organizational data [6]. Additionally, the
complex and opaque nature of many machine learning models
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can reduce transparency in hiring processes, making it diffi-
cult for both organizations and candidates to understand how
recruitment decisions are produced.

As a result, while Al recruitment systems promise effi-
ciency gains, they also introduce new governance challenges
related to fairness, transparency, and accountability in hiring
processes.

2.2. Algorithmic Management and
Organizational Decision-Making

The concept of algorithmic management provides an im-
portant theoretical framework for understanding how Al tech-
nologies reshape managerial decision-making processes. Al-
gorithmic management refers to the use of automated systems
and algorithms to monitor, evaluate, and coordinate work ac-
tivities that were traditionally performed by human managers
[16].

Research on digital labor platforms has shown that algorith-
mic systems can increasingly perform core managerial func-
tions such as performance evaluation, task allocation, and de-
cision support [7]. In these contexts, algorithms influence how
workers are monitored and how organizational decisions are
implemented.

Kellogg, Valentine, and Christin [8] describe algorithmic
management as a system in which algorithms structure and
guide organizational behavior by embedding decision rules
within technological infrastructures. Similarly, Lee et al. [7]
demonstrate how algorithmic systems mediate interactions be-
tween workers and organizations by shaping information
flows and performance evaluations. Méhlmann and Zalman-
son [9] further highlight how algorithmic control mechanisms
influence organizational authority and managerial responsibil-
ity.

This shift reflects the growing role of algorithmic manage-
ment, where Al systems increasingly support or replace man-
agerial decision-making processes [16].

Although algorithmic management has been widely studied
in digital platform environments, its implications for human
resource management practices—particularly recruitment—
remain relatively underexplored. In recruitment contexts, al-
gorithmic systems increasingly influence how candidate data
is analyzed, prioritized, and filtered. This shift effectively re-
distributes decision authority between human managers and
algorithmic systems, raising important governance questions
regarding responsibility, oversight, and organizational ac-
countability.

2.3. Responsible AI Governance

The growing deployment of artificial intelligence in organ-
izational decision-making has generated increasing interest in
responsible Al governance. Responsible Al frameworks em-
phasize the importance of developing governance structures
that ensure Al systems operate in accordance with ethical
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principles such as fairness, transparency, accountability, and
human oversight [17, 18].

Floridi et al. [10] argue that the responsible development
and deployment of Al requires governance mechanisms that
integrate ethical principles into technological design and or-
ganizational decision processes. Similarly, Jobin, Ienca, and
Vayena [11] identify transparency, accountability, and human
oversight as key principles that underpin most global Al ethics
guidelines.

These governance principles are particularly relevant in re-
cruitment contexts, where algorithmic systems may directly
influence employment opportunities and career trajectories,
raising concerns about bias and fairness in algorithmic deci-
sion-making [17]. Ensuring responsible use of Al in recruit-
ment therefore requires organizations to establish governance
structures capable of supervising algorithmic decision pro-
cesses.

Recent regulatory developments further highlight the im-
portance of governance in Al deployment. The European Un-
ion Artificial Intelligence Act classifies Al systems used in
employment and recruitment as high-risk technologies and re-
quires organizations to implement risk management, transpar-
ency, and human oversight mechanisms when deploying such
systems [2, 18].

Despite increasing attention to responsible Al governance,
relatively limited research has examined how governance
mechanisms can be operationalized within Al-driven recruit-
ment systems. Addressing this gap is essential for advancing
theoretical understanding of governance mechanisms capable
of regulating algorithmic hiring systems in organizational
contexts.
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Figure 2. Conceptual positioning of Al-driven recruitment and the
AI Recruitment Governance Framework (ARGF) within the broader
domains of algorithmic management and responsible Al governance.

As illustrated in Figure 2, the Al Recruitment Governance
Framework (ARGF) integrates insights from algorithmic
management, Al-driven recruitment, and responsible Al gov-
ernance.
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3. Conceptual Approach

This study adopts a conceptual research approach to ana-
lyze the governance challenges associated with Al-driven re-
cruitment systems. Conceptual research is particularly appro-
priate when emerging technological phenomena reshape or-
ganizational practices faster than empirical evidence can fully
capture. In such contexts, conceptual analysis enables scholars
to synthesize insights from multiple theoretical perspectives
and develop frameworks that guide future empirical investi-
gation [12].

To enhance methodological transparency, the conceptual
development of this study followed a structured literature se-
lection approach. Relevant academic sources were identified
through major databases including Scopus, Web of Science,
and Google Scholar, focusing on publications related to Al-
driven recruitment, algorithmic management, and responsible
Al governance.

The selection criteria included peer-reviewed journal arti-
cles, influential theoretical contributions, and recent studies
published between 2015 and 2025 to capture the most relevant
developments in the field. Priority was given to studies ad-
dressing governance, ethics, and organizational implications
of Al systems.

This structured approach supports the conceptual synthesis
by ensuring that the framework is grounded in established ac-
ademic literature while integrating emerging perspectives on
Al governance in human resource management.

The rapid integration of artificial intelligence into recruit-
ment processes represents a relatively recent organizational
development. While a growing body of literature has exam-
ined the technical performance and bias risks of Al hiring sys-
tems, fewer studies have explored the broader governance im-
plications of algorithmic decision-making within recruitment
practices. A conceptual approach therefore provides a suitable
methodological strategy for integrating insights from different
research streams and identifying key governance mechanisms
relevant to Al-driven recruitment [11].

The framework proposed in this study is developed through
the synthesis of three main bodies of literature. First, research
on Al-enabled recruitment and HR analytics provides insights
into how organizations deploy machine learning systems to
automate candidate screening and evaluation processes [3].
Second, the algorithmic management literature offers a theo-
retical lens for understanding how decision authority may shift
from human managers to algorithmic systems within organi-
zational contexts [8]. Third, research on responsible Al gov-
ernance highlights the ethical and regulatory principles re-
quired to ensure that algorithmic systems operate in transpar-
ent, accountable, and socially responsible ways [10].

By integrating these three theoretical perspectives, the
study identifies key governance challenges that emerge when
algorithmic systems influence recruitment decisions. The syn-
thesis of these research streams leads to the identification of
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three core governance dimensions that are particularly rele-
vant for Al-driven recruitment: transparency, accountability,
and human oversight.

The resulting framework conceptualizes Al-driven recruit-
ment as a form of algorithmic management in which algorith-
mic systems support candidate evaluation while human deci-
sion-makers retain responsibility for final hiring outcomes.
The framework therefore emphasizes hybrid governance
structures that combine algorithmic decision support with hu-
man managerial oversight. Such structures enable organiza-
tions to benefit from the efficiency gains offered by Al tech-
nologies while maintaining ethical responsibility, regulatory
compliance, and organizational legitimacy in hiring processes.

4. Governance Challenges in AI-Driven
Recruitment

The increasing adoption of artificial intelligence in recruit-
ment processes introduces a range of governance challenges
that organizations must address to ensure the responsible de-
ployment of algorithmic decision systems. While Al-driven
recruitment tools can significantly improve efficiency and
scalability in hiring processes, their integration into organiza-
tional decision-making structures also generates new risks re-
lated to transparency, accountability, and fairness in hiring
outcomes [6, 11].

From an organizational perspective, Al recruitment systems
can be understood as a new domain of algorithmic governance
risk. When algorithmic systems influence hiring decisions, or-
ganizations are exposed not only to operational risks but also
to broader reputational, legal, and ethical challenges. Recruit-
ment decisions directly affect individuals’ employment oppor-
tunities, making algorithmic hiring systems particularly sensi-
tive from both regulatory and societal perspectives. Recent
regulatory developments, such as the European Union Artifi-
cial Intelligence Act, classify Al systems used in employment
and recruitment as high-risk technologies and require organi-
zations to implement governance mechanisms that ensure
transparency, risk management, and human oversight [2].

Within this regulatory context, governance frameworks
such as the Al Recruitment Governance Framework (ARGF)
may support organizations in operationalizing the transpar-
ency, accountability, and human oversight requirements em-
phasized by the EU Al Act.

One of the most significant governance challenges concerns
transparency. Many Al recruitment tools rely on complex ma-
chine learning models that function as “black box” systems,
making it difficult for decision-makers to understand how can-
didate evaluations are generated. Limited transparency may
reduce trust in recruitment processes and create difficulties in
explaining hiring decisions to candidates and regulators. Re-
sponsible Al frameworks therefore emphasize the need for
mechanisms that make algorithmic decision processes more
interpretable and communicable to relevant stakeholders [10].
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A second major governance challenge relates to accounta-
bility. When algorithmic systems participate in recruitment
decisions, it may become unclear who is ultimately responsi-
ble for the outcomes of these decisions. Heavy reliance on au-
tomated screening systems may shift decision authority away
from human managers toward algorithmic systems embedded
within organizational infrastructures. Research on algorithmic
management demonstrates how algorithmic systems can re-
shape managerial authority and influence organizational deci-
sion processes [8]. For this reason, organizations must estab-
lish governance structures that preserve human accountability
for hiring decisions supported by algorithmic systems.

A third critical governance challenge concerns human over-
sight. Although Al technologies can enhance decision support
in recruitment processes, they should not fully replace mana-
gerial judgment. Excessive reliance on automated decision
systems may lead organizations to delegate critical hiring de-
cisions to algorithmic processes without sufficient human su-
pervision. Responsible Al governance frameworks consist-
ently identify human oversight as a central principle to ensure
that algorithmic systems operate in accordance with ethical
standards and organizational values [11].

Taken together, these governance challenges demonstrate
that Al-driven recruitment systems must be embedded within
robust organizational governance structures. Without appro-
priate governance mechanisms, algorithmic hiring technolo-
gies may expose organizations to fairness risks, reputational
damage, and regulatory scrutiny. Addressing these challenges
requires governance frameworks that integrate transparency,
accountability, and human oversight into recruitment decision
processes.

Furthermore, Al governance challenges may vary signifi-
cantly across different institutional and cultural contexts. In
emerging markets and multicultural environments, differ-
ences in regulatory frameworks, data availability, and organi-
zational practices may influence how Al-driven recruitment
systems are implemented and governed. These variations
highlight the need for adaptable governance frameworks ca-
pable of addressing context-specific risks and ensuring legiti-
macy across diverse organizational settings.

5. Responsible AI Governance
Framework

To address the governance challenges associated with Al-
driven recruitment systems, this study proposes the AI Re-
cruitment Governance Framework (ARGF), a conceptual gov-
ernance model structured around three key dimensions: trans-
parency, accountability, and human oversight.

The ARGF extends existing research on algorithmic man-
agement and responsible Al by integrating governance princi-
ples directly into organizational recruitment decision pro-
cesses. This extension builds upon prior governance-oriented
frameworks developed in regulated HR environments, where
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legitimacy constraints and institutional pressures shape Al de-
ployment [14].

These governance principles are widely recognized in the
responsible Al literature as essential mechanisms for ensuring
that algorithmic systems operate in a fair, transparent, and so-
cially responsible manner [10, 11].

The governance architecture designed to operationalize the
ARGF within organizational recruitment processes is illus-
trated in Figure 3.

To illustrate the practical application of the ARGF, consider
a large financial institution implementing Al-driven recruit-
ment tools for candidate screening. In such a context, trans-
parency mechanisms may include explainable AI models that
provide recruiters with insights into candidate scoring criteria.
Accountability can be ensured by maintaining human decision
authority over final hiring outcomes, supported by audit trails
documenting algorithmic recommendations. Human oversight
is operationalized through structured review processes, where
hiring managers validate or override algorithmic outputs when
necessary.

This illustrative example demonstrates how the ARGF can
be applied in practice to balance efficiency gains with govern-
ance requirements in Al-supported recruitment environments.

Al Recruitment Systems

}

Human Oversight
(HR Managers & Hiring Committees)

!

Al Recruitment Governance
Framework (ARGF)

!

Responsible Hiring Outcomes

Governance Mechanisms: Transparency | Accountability | Human OversightRegulatory Compliance

Figure 3. Al Recruitment Governance Framework (ARGF) illustrat-
ing the interaction between Al recruitment systems, human oversight,

and governance mechanisms supporting responsible hiring outcomes.

Author’s elaboration.

Transparency represents a foundational requirement for re-
sponsible Al recruitment systems. Organizations must ensure
that algorithmic recruitment tools provide understandable ex-
planations regarding how candidate evaluations are generated.

This may include the use of explainable Al techniques, docu-
mentation of algorithmic decision criteria, and communica-
tion mechanisms that inform candidates about the role of Al
technologies in recruitment decisions. Increasing transpar-
ency can help organizations improve trust in algorithmic hir-
ing processes and reduce concerns related to opaque decision-
making systems [10].

Accountability constitutes a second critical dimension of
responsible Al governance in recruitment. Even when Al sys-
tems assist in candidate screening or evaluation, organizations
must maintain clear responsibility for hiring outcomes. Deci-
sion authority should remain with human managers who are
accountable for final recruitment decisions. Establishing clear
governance structures that define managerial responsibility
for algorithmic decision processes is therefore essential for en-
suring ethical and legally compliant recruitment practices [8].

Human oversight represents the third core governance di-
mension of responsible Al recruitment systems. Although Al
technologies can significantly enhance decision support capa-
bilities, they should not fully replace managerial judgment.
Responsible Al governance frameworks emphasize the im-
portance of maintaining meaningful human involvement in al-
gorithmic decision processes, particularly in high-impact con-
texts such as employment decisions [11]. Organizations
should therefore implement mechanisms that allow human de-
cision-makers to review algorithmic recommendations, chal-
lenge automated outcomes, and intervene when necessary.

In this context, different forms of human oversight may be
distinguished, including ‘“human-in-the-loop” approaches,
where human decision-makers actively participate in each
stage of the recruitment process, and “human-on-the-loop”
models, where human supervision is exercised over algorith-
mic systems with the ability to intervene when necessary. The
selection of the appropriate oversight model depends on the
level of risk associated with the recruitment process and the
regulatory context in which the organization operates.

Together, these governance dimensions form the founda-
tion of responsible Al recruitment practices. The key govern-
ance mechanisms that organizations can implement to support
responsible Al deployment in recruitment processes are sum-
marized in Table 1. These mechanisms include explainable Al
models, clear documentation of algorithmic decision criteria,
human-in-the-loop decision processes, and governance struc-
tures that ensure compliance with emerging regulatory frame-
works such as the European Union Artificial Intelligence Act

(2].

Table 1. Core governance dimensions and mechanisms of the AI Recruitment Governance Framework (ARGF). Author’s elaboration.

G

.overnfmce Key Risk Addressed
Dimension
Transparency Lack of understanding of

algorithmic decisions; limited

Governance Mechanisms

Explainable Al models; documentation of
algorithmic decision criteria;

74

Organizational Responsibility

HR departments; Al development
teams; compliance officers
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Governance Mechanisms

Organizational Responsibility

communication with candidates regarding
Al use in recruitment

Human-in-the-loop decision processes; de-

G.overnfmce Key Risk Addressed

Dimension
explainability of candidate
evaluations

Accountability Unclear responsibility for Al-sup-

ported hiring decisions

fined managerial responsibility for final hir-
ing decisions; audit trails of algorithmic

HR managers; hiring committees;
organizational leadership

recommendations

Human Over- Over-reliance on automated deci-

Human review of algorithmic outputs; esca-
lation procedures for contested decisions;
periodic evaluation of Al recruitment tools

HR professionals; ethics commit-
tees; governance boards

Al governance policies; regular compliance

sight sion-making systems
Regulatory Misalignment with emerging Al
Compliance regulations and ethical standards

Act

By integrating transparency, accountability, and human
oversight into recruitment decision processes, the ARGF
framework enables organizations to develop hybrid govern-
ance models in which algorithmic systems support candidate
evaluation while human decision-makers retain responsibil-
ity for final hiring outcomes. Such hybrid governance struc-
tures enable organizations to leverage the efficiency gains
offered by Al technologies while maintaining fairness, reg-
ulatory compliance, and organizational legitimacy in hiring
practices.

The AI Recruitment Governance Framework (ARGF) may
serve as both a reference model and an analytical lens for fu-
ture empirical research examining governance mechanisms in
Al-driven recruitment systems across different organizational
and regulatory contexts.

Future studies may empirically test the ARGF across indus-
tries, recruitment technologies, and institutional contexts.

6. Conclusion and Implications

Artificial intelligence is increasingly transforming recruit-
ment processes across organizations. Al-driven recruitment
systems enable firms to process large volumes of applicant
data, automate candidate screening, and support hiring deci-
sions with advanced predictive analytics. While these technol-
ogies offer significant efficiency advantages, they also intro-
duce important governance challenges related to transparency,
accountability, and fairness in hiring decisions [6].

This study examined the growing use of Al-driven recruit-
ment systems through the lens of algorithmic management and
responsible Al governance. By integrating insights from the
literature on Al-enabled recruitment, algorithmic manage-
ment, and responsible Al governance, the study developed a
conceptual framework that highlights three key governance
dimensions: transparency, accountability, and human over-
sight. These dimensions form the foundation of governance

audits; alignment with regulatory frame-
works such as the EU Artificial Intelligence
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Legal departments; compliance
units; external auditors

mechanisms designed to ensure that algorithmic recruitment
systems operate in a responsible and socially legitimate man-
ner.

This study contributes to the emerging literature on artifi-
cial intelligence in human resource management by conceptu-
alizing Al-driven recruitment as a form of algorithmic man-
agement and by introducing the Al Recruitment Governance
Framework (ARGF) as a theoretical model for governing al-
gorithmic hiring systems. First, it conceptualizes Al-driven re-
cruitment as a form of algorithmic management in which al-
gorithmic systems influence managerial decision processes
within organizations. Second, it proposes a governance frame-
work that integrates principles from responsible Al research
into organizational recruitment practices. By linking algorith-
mic management theory with responsible Al governance, the
study provides a theoretical perspective for understanding
how organizations can manage the risks associated with algo-
rithmic decision-making in hiring contexts.

Beyond its theoretical contributions, the study also provides
practical implications for organizations adopting Al recruit-
ment technologies. Organizations should implement govern-
ance mechanisms that ensure transparency in algorithmic de-
cision processes, maintain clear managerial accountability for
hiring outcomes, and preserve meaningful human oversight
over algorithmic recommendations. Hybrid recruitment mod-
els—where algorithmic screening is complemented by human
decision-making—may represent a particularly effective ap-
proach to balancing efficiency gains with ethical responsibil-
ity and regulatory compliance [11].

As a conceptual study, the paper does not provide empirical
validation of the proposed framework, which represents an
important direction for future research.

Finally, the study highlights several avenues for future re-
search. Empirical studies are needed to examine how organi-
zations implement governance mechanisms for Al-driven re-
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cruitment in practice and how these mechanisms influence re-
cruitment outcomes, candidate trust, and organizational legit-
imacy. The ARGF may serve as a reference framework for
comparative empirical studies investigating responsible Al
governance in recruitment across sectors such as finance,
healthcare, and public administration. Future research could
also explore how different regulatory environments shape the
governance of algorithmic hiring systems across industries
and national contexts.

As artificial intelligence continues to reshape organiza-

tional decision-making processes, the development of effec-
tive governance frameworks will become increasingly im-
portant. By embedding transparency, accountability, and hu-
man oversight within Al-driven recruitment systems, organi-
zations can leverage the benefits of algorithmic technologies
while maintaining fairness, legitimacy, and trust in hiring
practices.

The AI Recruitment Governance Framework (ARGF) may
serve as a reference model for future empirical studies inves-
tigating responsible Al governance in organizational recruit-
ment systems.

Table 2. Future research directions derived from the Al Recruitment Governance Framework (ARGF), outlining key research opportunities

for empirical investigation of AI governance in recruitment systems.

Research Area Key Research Question

Al Governance in Recruitment

Transparency in Algorithmic Hiring

Human Oversight in Al Recruit-
ment

Regulatory Compliance

Cross-Industry Adoption

Abbreviations
Al Artificial Intelligence
EU European Union
GDPR General Data Protection Regulation
HR Human Resources
HRM Human Resource Management
OECD Organisation for Economic Co-operation and
Development
RBV Resource-Based View
TAM Technology Acceptance Model
P-AIHR  Public Artificial Intelligence Human
Resources Governance Framework
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