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The Impact of Artificial Intelligence on Recruitment and Selection Practices within UK Organisations: A Case Study of Amazon UK
[bookmark: _Toc234828375]1. Introduction and Background 
Remembering that artificial intelligence is utilised in the field of human resources, notably in the process of hiring new employees, is an essential point to keep in mind. Research conducted by Budhwar et al. (2023) indicates that an increasing number of companies are employing AI strategies in order to recruit new employees. By utilising these technologies, those working in the business sector are able to carry out activities in a manner that is more productive, efficient, and cost-effective. The necessity for businesses to hire new employees will be eliminated by the advent of artificial intelligence. A growing number of individuals are interested in gaining a knowledge of the fairness of artificial intelligence as well as the improvements that organisations may be able to make to it. According to Raghavan et al. (2020), there are individuals who are opposed to artificial intelligence because they believe that algorithms would be biased, that there would be less transparency, and that there would be no place for human judgement. There is a possibility that these factors will make the existing disparity in the workplace more worse and will make the process of recruiting unbiased workers more difficult. The artificial intelligence's general intelligence is irrelevant. It is essential that businesses design and implement AI in a manner that allows them to recruit employees. Examine the strategies that companies in the United Kingdom adopt in order to recruit workers and carry out their responsibilities in a manner that is both efficient and successful. 
[bookmark: _Toc234828376]2. Research Aim, Objectives and Research Questions 
Individuals in the United Kingdom employ individuals and select them for employment. We are interested in understanding the impact of AI on this. We will evaluate the efficiency of the organisations, the effectiveness of their recruitment efforts, and the perceived fairness of the process. In order to arrive at this stage, it is imperative that we carefully consider the advantages and disadvantages of employing AI to assist in the recruitment process. What is the issue with the business that AI is being employed to recruit employees? What are the modifications that these tools implement in terms of the speed and quality of the hiring process? What is the perspective of interviewers regarding the reliability, fairness, and transparency of AI-based decisions? What methods can be employed to encourage intelligent employees to implement AI? The establishment of objectives that are closely aligned with the research objective of the study ensures that the methods employed are consistent and that the findings are applicable to both academia and contemporary human resource management (Saunders, Lewis, and Thornhill, 2019).
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[bookmark: _Toc234828377]3. Critical Literature Review
3.1 Artificial Intelligence in Human Resource Management
AI has significantly improved this field of work. This is accurate due to the expansion of science. This is the most critical factor to consider prior to selecting an individual. In 2019, Tambe, Cappelli, and Yakubovich investigated methods to enhance computers. This is now referred to as artificial intelligence. AI is capable of analysing employment applications, organising them, and assisting in the selection of the most suitable candidate. Businesses are increasingly employing AI to expedite the hiring process and reduce the amount of repetitive work. According to Budhwar et al.'s 2023 study, AI enables HR professionals to perform tasks that are not typically part of their responsibilities. This way, they can ascertain the strengths of their employees and devise strategies for the future. Tambe, Cappelli, and Yakubovich (2019) maintain that individuals should continue to be consulted prior to using AI, regardless of how effortless it is to modify data. Individuals may employ it to determine their subsequent actions. Please bear in mind that artificial intelligence has been in existence for an extended period of time. 
3.2 AI and Recruitment Efficiency
Certain individuals believe that AI may be capable of independently selecting the most suitable job candidates. They have the opportunity to focus on more critical tasks now that they have more leisure. According to RBV, a company can retain its competitive advantage in the long term by utilising technology in a manner that does not alter its current operations (Barney, 1991). According to Black and van Esch (2021), it remains crucial to evaluate an individual's creativity, interpersonal skills, and the alignment of their ideas with the organization's. Nevertheless, these tasks may not be particularly well-suited to AI tools. Much of the material that AI is most likely to wish to employ has already been developed. 
3.3 Ethical Challenges and Algorithmic Bias
Although AI can be beneficial at times, the majority of individuals refrain from employing it due to the fact that it necessitates them to contemplate moral dilemmas. Old job data that demonstrates unfair trends is the source of learning for an AI. This is referred to as algorithmic bias. In other words, the same inequitable events may occur once more. According to Raghavan et al. (2020), AI systems are not inherently neutral when they are employed to recruit individuals, as the data that was employed to train them alters their capabilities and their effectiveness. The same is true for Köchling and Wehner (2020): AI can inadvertently harm certain groups of individuals if companies fail to monitor the decision-making processes of computers. Amazon effectively demonstrates how to enhance these items. It discontinued the testing of its AI job tool after it was discovered to assist men in securing employment. This was due to the fact that the majority of the registrants in the past were male. Technology has made the process of hiring individuals more efficient and straightforward; however, it has also demonstrated the detrimental effects of having only a limited number of options. 
3.4 Technology Acceptance and Organisational Adoption
It is advisable to implement artificial intelligence because first and foremost, its functionality. The second factor is the extent to which individuals affirm and concur with it. People's attitudes toward technology are contingent upon their perceptions of its functionality and ease of use. In 1989, our acquaintance Davis authored the Tech Acceptance Model (TAM). The following is the sentence. But when AI is employed to recruit personnel, trust and honesty are equally critical as they were previously. Businesses may continue to employ TAM to justify their utilisation of specific technologies. According to Nawaz, Gomes, and Saldeen, recruiters are more inclined to trust AI systems when they are aware of the process by which hiring decisions are made and can still select from AI's suggestions. 
3.5 Research Gap
AI has the potential to expedite the hiring process; however, the concept and its implementation are still flawed in numerous respects. There has been a substantial amount of research conducted on the effectiveness of technology, algorithms, and businesses. The perceptions of HR professionals regarding the fairness, clarity, and dependability of AI-assisted hiring decisions at various organisations have not been extensively discussed. Additionally, a significant portion of the writing examines numerous industries simultaneously, which fails to adequately illustrate the effective and equitable hiring practices of large corporations. It is crucial to understand the manner in which recruiters integrate technology and individuals' perspectives, particularly in light of the increasing scrutiny that governments are placing on the proper use of AI. 
3.6 Limitations
Individuals who have previously performed occupations comparable to theirs are selected for this investigation. This is referred to as "intentional sampling." However, the data can only be utilised in the manner that was examined. Similarly, a few conversations may not accurately reflect the true differences between UK recruiters. Individuals who engage in thematic analysis may also provide their own interpretations, despite their efforts to maintain consistency in their coding. In an effort to enhance the study, the interview queries will be pertinent to the objectives of the investigation. The information will be retained during the research process, and the individuals who respond will have the ability to provide additional information if necessary. In 1985, they asserted that these procedures enhance the reliability, credibility, and verifiability of information.
[bookmark: _Toc234828378]4. Research Methodology 
The objective of the investigation was not to evaluate the organization's performance, but rather to ascertain the perceptions and comprehension of recruiters regarding AI-assisted hiring. One approach to identifying correlations between the extent to which recruiters employ AI and the quality of their work is to employ numerical data. However, these techniques do not provide a comprehensive understanding of the intricate moral, social, and mental factors that influence their decision-making. A qualitative approach enables individuals to discuss how AI alters their perspectives on the importance of fairness, honesty, faith, and sound business judgement when recruiting personnel. This method is well-suited to interpretivism, which was employed in the study. It facilitates our comprehension of contemporary business events (Saunders, Lewis, and Thornhill, 2019).
The initiative employed interpretivism as its research methodology. In this regard, the manner in which individuals interact and engage with one another influences the functioning of a group (Bryman and Bell, 2015). However, that is not the primary focus of the investigation. The primary objective is to ascertain the perspectives of new employees regarding AI. In other words, interpretivism is an effective approach to examining the manner in which AI is employed to select employees. Numbers can demonstrate the effectiveness of hiring from a logical perspective; however, they do not provide a comprehensive understanding of the reasons why companies either trust or distrust AI in making decisions.
Eight to ten employment or human resources specialists who have previously worked with AI-powered recruitment tools will be interviewed using an unstructured interview. This will provide us with firsthand knowledge. Hybrid interviews ensure that all conversations address the same primary study questions and provide individuals with the opportunity to discuss their experiences, as per Saunders, Lewis, and Thornhill (2019). What is the public's perspective on artificial intelligence? What is the recruiting process's level of fairness, speed, and transparency? What is their assessment of the significance of human decision-making during the hiring process? In the event that they were unable to communicate directly with Amazon UK employees, it is possible that some of the individuals in the study employed AI to recruit individuals for comparable positions at UK companies. 
Not all individuals who wish to assist will be selected; it will be contingent upon their prior experience and knowledge of AI recruiting. In this instance, the sampling is predetermined.This qualitative research method can yield data that is beneficial for the study's objectives (Bryman and Bell, 2015). The interview data will be examined using thematic analysis (Braun and Clarke, 2006).
When learning, it is crucial to consider the distinction between right and incorrect. Individuals who wish to participate will receive a piece of paper that contains information regarding the investigation. Before they can participate, they must affirmatively respond. This is to safeguard the interviewees' right to privacy and anonymity. Their identities will not be recorded, and they are free to depart at any time without consequence. In order to enhance the significance of the research, the conversation questions will adhere to the primary objectives. The interviews will remain unchanged, and the records will be verified to ensure their accuracy (Lincoln and Guba, 1985).
[bookmark: _Toc234828379]5. Business Relevance and Practical Implications 
It can be challenging to strike a balance between the ability to hire equitable individuals and the advancement of technology. Amazon UK will be able to conduct a more thorough investigation with the assistance of this study. The types of individuals who work for companies and what is considered fair and honest are both influenced by AI. As a result of these facts, an increasing number of organisations are able to employ individuals at a faster pace and ensure that they possess the necessary skills. Presently, there is only one prudent course of action. With the conclusion of the investigation, Apple UK may be capable of ascertaining which components of its AI hire system are functioning properly and which are not. 
The research demonstrated that it was crucial for individuals to assist in the acquisition of computers. Additionally, it could facilitate the clarification of the regulations governing AI management. Hedges et al. (2023) argue that AI should not perform HR tasks for humans; rather, it should assist them in doing so more effectively. There are individuals who advocate for the collaboration between AI and humans in order to enhance the situation. Additionally, they assert that firms should consistently monitor AI systems to prevent the dissemination of false bias and promote equitable hiring practices (Kochling and Wehner, 2020). This study has the potential to verify real-world facts that some individuals may already have. Additionally, it may be more visually appealing, user-friendly, and encourage a greater number of individuals to submit job applications. 
[bookmark: _Toc234828380]6. Conclusion 
AI has made it simpler and more efficient to determine the appropriate course of action for data. This alters the manner in which individuals select their occupations. However, it complicates the law, work, and family life. It is evident from the information I have reviewed that the hiring process will not be improved by the mere possession of the appropriate technology. Additionally, they should ensure that the hiring process is transparent, equitable, and reviewed by professionals. AI has been implemented in numerous methods to assist in the selection of applications. There are numerous methods by which we can investigate these. A study is currently underway to determine the extent to which Amazon UK's hiring practices are influenced by artificial intelligence (AI). People who possess a wealth of knowledge regarding artificial intelligence should employ them to acquire a deeper understanding of the technical aspects of its operation. 
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Research Objectives

To examine the organisational factors influencing the adoption of AT in recruitment and

selection.

To critically evaluate the impact of Al on recruitment efficiency and hiring

effectiveness.

To investigate recruiters' perceptions of faimess, transparency and trust in Al-assisted

recruitment.

To recommend strategies that support the responsible implementation of Al within UK

organisations.
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Research Questions

RQI: What organisational factors influence the adoption of Al in recruitment and

selection within UK organisations?
RQ2: To what extent does Al improve recruitment efficiency and hiring effectiveness?

RQ3: How do recruiters perceive the faimess, transparency and trustworthiness of Al

assisted recruitment?

RQ4: What strategies can organisations implement to ensure the responsible and ethical

use of Al in recruitment?




