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Abstract

Technologies are critical to professional success, regardless of our attitude toward 
them. Digital agility is becoming a leading competency of HR professionals. Expertise 
in conducting interviews in Microsoft Teams and/or organizing online team meetings is 
no longer enough. One of the study’s main results is that the use of ChatGPT increases 
the efficiency of the attraction and selection process. The conducted experiment proves 
that ChatGPT is useful only when the one who uses it has fundamental knowledge of the 
issues sought in ChatGPT.
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Introduction

The attitude towards artificial intelligence is at both extremes – optimistic 
and pessimistic. The truth is probably somewhere between them. Since Novem-
ber 2022, when ChatGPT was launched, there have been discussions „for“ and 
„against“ its use. There are views that „Artificial Super Intelligence (ASI) will 
surpass human intelligence in all aspects – from creativity, to general wisdom, 
to problem-solving. Machines will be capable of exhibiting intelligence that we 
haven’t seen in the brightest amongst us.“ (Jajal, 2018). Elon Musk warns that 
„artificial intelligence is our biggest existential threat“ (The Guardian, 2014). 
Similar is the attitude of Stephen Hawking (Cellan-Jones, 2014), who believes 
that an intelligence that surpasses the human can lead to the extinction of the hu-
man race.

Another risk associated with the use of artificial intelligence is that „It learns 
on the basis of human biases, which implies elements of discrimination.“ (Ivano-
va, Antonova, 2021, p. 381).

The results of various studies show that men have a more positive attitude towards 
artificial intelligence. People with higher education and younger people also have a 
positive attitude towards artificial intelligence (Bergdahl, et al., 2023, p. 2).
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Despite differing opinions, artificial intelligence continues to change our daily 
lives. Its use is already a fact in the activity of human resources, internal audit, 
accounting, financial audit, data analysis and others.

For example, CaseWare uses AI for data testing, Microsoft PowerBI has built-
in AI for data processing, and MindBridge AI Auditor is a platform that uses AI 
for risk analysis (Philipova, 2021, p. 8, 9).

The use of artificial intelligence undoubtedly has its advantages. In the activ-
ity of attracting and selecting human resources (and not only there), artificial 
intelligence processes big data with great speed. Speed is also essential when 
making predictions based on data analysis. Artificial intelligence also reduces the 
burden on HR experts by performing their routine duties.

The use of artificial intelligence has its advantages, but also brings risks. „One 
of the most difficult tasks is the risk that is associated with the technology of 
artificial intelligence in the process of recruitment and selection of employees“ 
(Gayathri, Majini Jes Bella, р. 43).

“Incorrect or not completely correct data, as well as a wrong and inappropriate 
algorithm can lead to incorrect and misleading decisions or forecasts.“ (Boyanov, 
2021, p. 139). To manage this risk in the scientific literature, we also find a „Model 
Program/Questionnaire with sample focuses for auditing Artificial Intelligence“ 
(Dineva, 2022, p. 115).

The data showing that „Eighty percent (80%) of the organizations do not 
actively monitor their production models for justice and ethics“ (Dineva, 2023, 
p. 338) are also worrying.

In this article, a model for using ChatGPT in the process of attracting and 
selecting human resources is proposed. An analysis of the risks of using ChatGPT 
in the model was also done.

Research methodology

Review of literature

For the effective use of ChatGPT in the attraction and selection of human re-
sources, its essence must be known. The creators of ChatGPT OpenAI define it 
as an artificial intelligence chatbot.

Given the definition of the creators of ChatGPT as well as for the purposes 
of the study, it is appropriate to define the concepts of chatbot and artificial 
intelligence.

„Artificial intelligence (AI) is technology that enables computers and machines 
to simulate human learning, comprehension, problem solving, decision making, 
creativity and autonomy.“ (IBM, n.d.).
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Chatbots are computer programs that maintain a conversation with the user. 
They understand the user’s intentions and answer questions asked by the user.

Traditional chatbots follow a predetermined set of responses and directions. 
Traditional chatbots use a decision tree framework to interact directly with the 
user. When the user asks a question, the chatbot first goes through the rules 
repository to find the correct answer. These repositories contain frequently asked 
questions and defined answers to them, which are searchable through keywords. 
It relies on predefined defined answers and keywords.

Chatbots that are powered by artificial intelligence rely on machine learning 
models. What is characteristic of it is that this type of chatbot learns from 
interaction with users. The more questions it is asked, the better it gets because 
he improves every time. AI Chatboots rely on NLP and Machine learning.

„ChatGPT is an artificial intelligence (AI) chatbot that uses natural language 
processing to create humanlike conversational dialogue. The language model can 
respond to questions and compose various written content, including articles, 
social media posts, essays, code and emails“ (Hetler, 2023).

In relation to the use of ChatGPT, some studies state that „ChatGPT can col-
lect and analyse data to form text responses to online messages, using ChatGPT 
to engage with candidates and reply to messages in real time“ (Zang, 2023, p. 41).

Various companies have started offering smart software. „The chatbot offers 
the opportunity to conduct digital interviews, using AI to assess candidates‘ word 
choices, speech patterns and facial expressions to assess their suitability for the 
role and even the organization and its culture.“ (Peicheva, 2021, p. 8).

Applicant tracking systems (Peicheva, 2022, p. 8) also introduced the use of 
artificial intelligence in the attracting and selection process, and data analysis of 
this process.

Recommendations related to the use of artificial intelligence in recruitment and 
selection most often relate to the creation of job descriptions and the formulation 
of questions to candidates. This is useful for selection experts. I believe that a 
systematic approach that shows how artificial intelligence can be used from the 
beginning to the end of the process and what risks it poses would be more useful 
for the recruiters.

Methods

The main goal of the research is to develop a model for using ChatGPT in the 
process of attracting and selecting human resources. 	

The model will help recruiters use the logical sequence of the traditional 
recruitment model, rather than randomly ask individual ChatGPT questions related 
to the process. The model adds value to the recruitment and selection process, 
not only by shortening the process time, but also by providing information from 
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various sources, some of which may not be known to the recruiter. For example, 
surveys, research related to compensation analysis that recruiters do not have 
and/or do not think they can use.

The tasks to achieve the goal are: to use the method of analogy with the tradi-
tional process for attracting and selecting human resources; to test the developed 
model in the ChatGPT platform; to analyze some risks of using ChatGPT in the 
process of attracting and selecting human resources and to draw basic conclu-
sions.

The object of the study is the process of attraction and selection in ChatGPT. 
The subject of the study is the relationship between the traditional process of 
attracting and selecting human resources and ChatGPT.

To create the model for using ChatGPT in recruitment and selection, the method 
of analogy with the traditional process of recruitment and selection was applied. 
For traditional stages in the process of attraction and selection, the following are 
accepted: analysis of the vacant position, analysis of the external international 
labor market, analysis of the national labor market, analysis of the internal labor 
market, definition of the budget for the position, defining the budget for the process, 
determination of application documents for the vacant position (or using a company 
form), advertising the vacancy, evaluating the documents of the applicants, writing 
letters to the unsuccessful candidates, choosing a selection method for selecting 
the candidates, preparing interview questions, evaluating the candidates, making 
a final decision, informing the unsuccessful candidates, writing a proposal to the 
candidate. (Stefanov, Peicheva, 2018, pp. 153-162, 169-174).

Limitations of the study. The study did not analyze the internal labor market. 
The ChatGPT user is assumed to have selected the foreign labor market. Not all 
responses of ChatGPT will be analyzed. The proposed model does not intend to 
advertise ChatGPT to make candidate selection decisions based on ChatGPT’s 
decision. The model shows the possibilities of matching an independent opinion 
(ChatGPT’s opinion) with the opinion of the expert.

In the present article, part of the results obtained from the conducted research 
will be presented.

Results

The traditional recruitment and selection process involves several actors 
involved in different stages of the process. In the conventional method, the time 
of attraction and selection takes hours, or days (different, depending on the rules 
and procedures of the organizations).

Often, in the traditional process, analysis is limited to the organization, which 
poses risks to its competitiveness. Benchmarking is rarely used in the traditional 
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process because it is expensive and/or time-consuming, but it is essential to the 
process.

The author’s proposed model, which includes the use of ChatGPT in the 
recruitment and selection process of human resources, allows one human resources 
expert or expert in recruitment and selection to manage the process from start to 
finish. This makes it particularly attractive for small and medium-sized businesses. 
ChatGPT can make a connection between the results of the questions asked and 
the follow-up questions. The advantages of the model are that it shortens the 
time and at the same time provides an opportunity for benchmarking, because 
for questions related to remuneration analysis, for example, ChatGPT provides 
information from different sources in a short time.

Table 1 presents the model for using ChatGPT in the process of attracting and 
selecting human resources.

Table 1. Model for using ChatGPT in the process of attracting  
and selecting human resources

Stages of attraction and selection Using ChatGPT

1 2

Vacancy analysis Using ChatGPT to create an up-to-date job 
description

Analysis of the external (national) 
labor market

Using ChatGPT to analyze the national labor 
market, including supported by numbers  
for a specific vacancy (demand and supply)  
for Bulgaria

Analysis of the external 
(international) labor market

Using ChatGPT to analyze international labor 
markets, including supported by numbers for 
specific vacancy figures (demand and supply)  
for all parts of the world

Analysis of the internal labor market Using ChatGPT to analyze the internal labor 
market

Preparation of advertisement  
for the vacant position Create an ad with ChatGPT for the vacancy

Defining the budget for the process Using ChatGPT to provide information about 
possible costs in the process

Defining the budget for the vacancy Using ChatGPT to provide market price 
information for the position
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Continued

1 2

Determination of documents that 
will be required from applicants  
for the vacant position

Using ChatGPT to specify the necessary 
documents to apply for the vacant position

Publishing job advertising Using ChatGPT for the places where the vacancy 
can be posted

Evaluation of candidates by 
documents

Using ChatGPT to evaluate applicants on 
documents (providing information to ChatGPT 
about job requirements and providing ChatGPT 
applicants‘ resumes is required.)

Writing letters to failed candidates 
and to those who have to appear  
for an interview

Using ChatGPT to write letters to unsuccessful 
applicants and those due to appear  
for an interview

Choosing a selection method  
for selecting candidates

Using ChatGPT to propose one or more selection 
methods

Sample interview questions Using ChatGPT to create sample interview 
questions

Evaluation of candidates
Using ChatGPT to assess applicants on 
documents (providing ChatGPT information  
for applicant responses is required)

Making a final decision
Using ChatGPT to assess applicants on 
documents (providing ChatGPT with information 
for applicant responses is required)

Writing letters to failed candidates Using ChatGPT to write letters to failed 
candidates

Writing a letter to the selected 
candidate

Using ChatGPT to write a letter to the selected 
candidate

Source: Author’s model

The model was implemented in the ChatGPT platform. The free version 
ChatGPT 3 model was used. ChatGPT had no difficulty with any of the tasks at 
hand. For the purposes of approbation of the model, the vacant position „expert 
attraction and selection of human resources“ was accepted. ChatGPT produced a 
job description that contained the basic requirements, but omitted the code from 
the National classifier of occupations and position, which is specific to Bulgaria. 
ChatGPT has done a thorough analysis of the external national and international 
market for the position.
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He was asked for additional information with figures regarding the supply 
and demand for this position, specifically for Bulgaria. The time it takes to 
prepare the job description was 1 minute. ChatGPT provided information that 
on average there are about 700 active job postings for recruitment specialists 
every month according to data from „Jobs.bg”. At the same time, according to 
data from LinkedIn, about 7,000 recruitment specialists in Bulgaria are actively 
looking for new opportunities. Despite ChatGPT‘s initial desire to convince us 
that there was a good balance between supply and demand for recruitment and 
recruitment experts, the data presented suggested otherwise. Subsequently, when 
asked additional questions, ChatGPT corrected itself and deduced the reasons 
why there is a huge supply of recruitment experts, but limited demand.

ChatGPT provided data on the average level of remuneration for the position 
between BGN 2,000 and BGN 4,000.

According to ChatGPT, the approximate budget for searching for a candidate 
for the vacant position of „selection expert“ is between BGN 2,000 – 10,000. 
For Bulgaria between 4000 – 8000 BGN. In the expenses, ChatGPT includes 
Advertisement, Advertising, Recruitment Agency, Search Platforms, Internal 
expenses, which are variable and depend on salaries and resources. ChatGPT 
correctly insures that these are indicative values. According to ChatGPT, a more 
detailed study is needed.

The ad that ChatGPT prepared for us was no different from standard job 
vacancies and was unlikely to attract the attention of applicants. 

ChatGPT recommended us to publish the vacancy announcement on Jobs.
bg; Rabota.bg; LinkedIn; Facebook groups for HR professionals; The site of the 
Bulgarian Association for Human Resource Management (BAHR), universities 
and others.

ChatGPT suggested us to require a wide range of documents from applicants: 
resume, cover letter, references, diplomas, certificates, document certifying the 
internship, portfolio of completed projects , contacts of previous employers, 
LinkedIn profile.	

ChatGPT also recommended suitable interview questions for us. Some of the 
questions contained two or three questions in one, which is a violation of the 
rules for asking questions. ChatGPT has demonstrated that it adheres to ethical 
standards and did not offer us a discriminatory question.

The time to receive responses from ChatGPT on all elements of the model was 
approximately 1.5 hours (with data entry for 3 candidates for the vacancy). Most 
of the time was spent on submitting candidate data (CVs, references, certificates) 
and additional company requirements to ChatGPT to evaluate the candidates.
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With software that uses artificial intelligence, this time will be much less, 
given the fact that applicants apply online and their documents are automatically 
entered into the system (ATS).

Risks of using ChatGPT in the recruitment and selection process

There are a number of risks involved in the recruitment and selection process, 
whether using the traditional approach or the proposed model with ChatGPT. 
Some of the risks associated with the use of ChatGPT in the selection process are:

Allowing discrimination. While we had hoped that AI would bring more 
objectivity, at this point, the more we learn about AI, we realize that it is only as 
objective as the algorithm behind it. This means that ChatGPT (as well as any 
specialized software that uses artificial intelligence) can enable recruitment and 
selection discrimination without  HR expert user knowing.

Misinterpretation of human language. ChatGPT cannot yet interpret the 
nuances of human language, which can lead to misinterpretations of responses of 
the candidates. This can lead to risk for the organization when making candidate 
selection decisions. It can also lead to a risk for the applicant to be rejected for 
reasons that are not objective.

Incorrectly asked questions to candidates for a vacant position. In the 
experiment done, ChatGPT asks three questions in one. A mistake that some 
selection experts also make. This makes it difficult for candidates and usually, the 
interviewer only gets an answer to one of the questions.

Absence of an opportunity to indicate false information presented by the 
candidates. There is a risk that applicants may submit false information in their 
resumes that ChatGPT cannot identify. This can happen with both the traditional 
approach and this using ChatGPT. In both cases, the professional competence of 
the selection expert related to fraud prevention in the field of human resources is 
essential.

Discussion

The developed model is open. It can be supplemented and further developed.
Several main conclusions can be drawn from the application of the model in 

the ChatGPT platform.
In the first place. The user of ChatGPT who uses it for the process of attraction 

and selection should be very familiar with the fundamentals of this process. 
Otherwise, it will be difficult what questions to ask ChatGPT. If not theoretically 
prepared, the ChatGPT user will have difficulty interpreting the responses. Also 
will experience the difficulty of distinguishing the correct from the nonsensical 
answers.
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In the second place. As a result of the application of the model, some risks 
were identified. For example, when preparing a job description, there is a risk 
that mandatory elements will be omitted from it (for example, for Bulgaria, the 
requirement for a code under the National classifier of occupations and position) 
to appear in the job description. Another risk is the credibility of the data that 
ChatGPT provides. Another risk is the risk of asking job candidates incorrect 
interview questions.

In the third place. Given some specific requirements in the documents, 
regardless of the adequate answers that ChatGPT provides, it is appropriate 
to check the answers to supplement missing information, according to the 
requirements of national legislation.

In the fourth place. ChatGPT cannot match the candidate with the specifics of 
the team because it cannot read emotions very well. 

In the fifth place. Although ChatGPT can evaluate applicants and make a final 
decision, at this point I feel it‘s still better to have a human make those decisions.

In the sixth place. The question remains, when we get everything ready from 
ChatGPT what happens to our judgment capabilities? What is happening to our 
knowledge and skills for collecting and analyzing information?

In the seventh place. I believe that despite the many positive aspects 
of ChatGPT, its role should be supportive, and not primary in the process of 
attraction and selection.

In the eighth place. There is a risk that ChatGPT will try to manipulate the 
user. Not trendily, but because at the moment these are his capabilities. As in the 
presented experiment.

In the ninth place. The vacancy ad offered by ChatGPT is trivial and 
unattractive. This gives us reason to conclude that the creative possibilities of 
ChatGPT are currently limited.

Conclusion 

The presented model can be supplemented and further developed. The pattern 
is easily implemented in ChatGPT. Its main advantage is that it respects the 
logical sequence that exists in the traditional model. Using the proposed model 
in ChatGPT shortens the time of the whole process. At the same time, there are 
a number of risks. The risks of: admitting discrimination, misinterpretation of 
human language, incorrectly asked questions to candidates for a vacant position, 
and absence of an opportunity to indicate incorrect information presented by the 
candidates.

A well-constructed and operational process control system is a good option 
for risk prevention. The availability of adequate professional competence of 
selection experts is also an opportunity to prevent risks.
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And in addition to the risks associated with the recruitment and selection 
process, there are other risks associated with ChatGPT, which open up a wide 
discussion. For example, is there a risk that we become so used to ChatGPT that 
independent thinking is threatened? Is there a risk that a disruption to ChatGPT 
and everything else we use with artificial intelligence could jeopardize our 
chances of survival? 

We will see a lot more research in the future. As well as the present study, it 
will be repeated and a comparative analysis of the results will be presented.

I’m sure there‘s a lot of work to be done, extensive discussions, and possibly 
the development of standards for the use of ChatGPT in the recruitment and 
selection process and beyond. I am convinced that there is a place for the use of 
ChatGPT in the recruitment and selection process, as well as in the overall human 
resources activity. And the use of ChatGPT in our training processes for human 
resources specialists, including recruitment, is already a fact.
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