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[bookmark: _Toc532586865]Executive summary

A.I is a technology that is causing waves in the business world. Its applications are changing daily and the effect that it is having on recruitment is evolving daily. 
Failure to grasp this opportunity early may result in the loss of talent to competitors. By implementing the technology early, there is room to develop as time passes and capture, develop and retain talent, as opposed to risking the losses.
This report evaluates A.I and its use in recruitment, alongside the benefits and ethical disadvantages to adopting the tech.





[bookmark: _Toc532586866]1.Introduction

     The concept of recruitment may seem simple, advertise for a position, then interview and hire appropriately (Business dictionary, 2018). An issue that may arise from this concept are that the job may be so desirable, that many applicants apply and cause a delay in the recruitment process. 
     Furthermore, despite having such a large pool to choose from, the perfect candidate may not even apply. Even if they are in the talent pool, they could lose interest in the company if there is a long wait and be poached by a competitor. Both outcomes result with not hiring the best person for the job, and the potential for having to restart the hiring process or hiring a sub-optimal candidate. Both of which could waste valuable assets such as time and money.
     A.I has the potential to revamp the process, cutting down on valuable man hours spent sifting through c.v’s and allowing recruiting teams to meet more suitable candidates for the roles on offer.
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[bookmark: _Toc532586868] 2.1 The potential of A.I in recruitment

     Artificial intelligence is not a new concept. It is over 60 years old but is only now making waves in the business sectors. (Hern, 2014). This is because the data levels required to create an environment for A.I to flourish have not been as readily available as they are today, and with the fast approaching Industry 4.0, the access to data is increasing every day (Careers Portal, 2018)
      It is the age of ‘revolution, not evolution,’ and to see the benefit of this re-emergence of A.I, it is imperative that companies adopt the required technology as fast as their infrastructure allows (Mckinsey, 2017).  Companies, such as Amazon and Netflix, have already seen returns on their early investments in to A.I technologies (Ibid), and the implementation of this technology has the potential to provide a massive edge on the competition (Marr, 2018)
     Serial adoption and implementation of A.I technologies in to a company such as Uber may spark thoughts of driverless cars. To create a platform where drivers could use a driverless car to generate profit through a platform such as Uber, however, is a thought for the future, as autonomous vehicles and the technology required to provide a platform of this calibre is not yet readily available to consumers.  
    Where Uber can benefit from A.I is in its recruitment process. Recruitment for Uber is performed via online interaction, though an application form and then a subsequent background check in to the individual. It is only the vehicle of a prospective driver that needs to be tested in person and this can be done through a 3rd party company, which means there is possibly no interaction between Uber and its drivers before the first ride (Uber, 2018). 
      Ethical issues may arise as, even though a background check in to the applicant may have been completed, this could simply mean that an applicant has simply not been caught for any illegal activities.
     Samuels (2016) shows how there was an assault on a rider ‘every 11 days’ while using an Uber. Customers expect a certain level of safety when using the Uber platform and, while claiming to be ‘the safest ride on the road,’ Uber should deliver this standard.
     Uber have also been the subject of criticism from the refusal to co-operate with regulations imposed on similar taxi companies, as was the case in Austin, Texas (Garcia, 2016) The sexual assaults, alongside refusal to fingerprint the drivers have raised concerns over the ethical nature of the company.it is whether the company has the required capital to redesign itself into an ethical company that also raises concerns.
     Uber is currently losing capital, with 2016 resulting in a $3b loss for the company (Goulden, 2017). This means that the economic model for the company is still not generating enough profit, and they are still relying on funds that have been amassed from investors (IBID). This means that the company cannot viably afford to perform a radical overhaul of its business model. A consequence of this is losing out business in areas where they cannot meet the legal regulations. Hernandez (2017) shows that Uber may be required to perform necessary changes to become compliant, as there are local firms waiting for the chance to usurp Uber in any area the company loses its ability to practice.
     It is in this area that Uber can capitalise on its current technological position. Being a company that utilises some form of technology, they can adapt their current business model to cater the new technology, rather than rebuild from the ground up. Technological companies have been shown to benefit more form adopting A.I (Mckinsey, 2017)
 There is massive potential for Uber to overhaul its recruiting process to deliver a more ethical, safe and compliant business model. It inevitably boils down to whether a costing analysis would allow for these changes.
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[bookmark: _Toc532586870]Quality of hire
The current process of recruitment is quite laid back. With drivers only needing to pass a basic background check and having their vehicle inspected for road worthiness. There is a monitoring software included within the app for riders to comment on their experience with the ride and can provide accurate feedback for both the driver and the company.
It is the initial recruitment process that could benefit for the introduction of an A.I. as there have been examples of drivers committing criminal offences while employed by Uber, it is the platform on which these drivers operate that garner negative press, in this case, Uber.
To perform strict background checks or to put each new employee through a rigorous detailed recruitment process would require resources that the company does not currently have, nor planned to incorporate into the current business model (Goulden, 2017)
An A.I could relieve the need to establish a large recruitment team, as the A.I could perform the checks and provide an accurate analysis of prospective drivers to the company. While this may discourage some drivers form having all their online data accessed, it would raise the calibre of drivers employed by Uber, make the company more able to become compliant in areas, and also improve the customer experience.
Furthermore, by data logging all driver’s information, currently and future employed, would provide a real time analytical basis in to how each driver performs in their job. By collaborating all data collected from the beginning of employment with all the data and feedback collected during employment, the company can have a basis on which drivers perform better in their positions, and which ones would need support to improve. 
This in-depth approach of hire tracking was once not a very important part of recruitment, as information for comparison was not as available as it is today. The age of technology and the availability of data has now established quality of hire as a top KPI for recruiters (Ideal, 2018)
[bookmark: _Toc532586871]Better integration of analytics
     By having employee’s information readily available, Uber can distribute and repurpose talent based on where the employee fits best. Uber benefits form being able to create a diverse talent pool that it can utilise to fulfil various positions in its organisation. Inside the talent pool are full-time drivers and drivers who are supplementing their main cash source. Both categories may have useful skills that could be utilised straight away or even skills that could be developed to provide recruiting teams with a good source of potential talent. By utilising the drivers as a talent pool for further positions, the organisation can save resources that would have otherwise been wasted on fresh recruitment drives.
As drivers update their educational and employment achievements, an analysis could be conducted in real-time to determine if the talent now matches the requirement of any role that may be available in the near future. This analysis could be a background task for A.I, as opposed to human interaction where there would have to be constant monitoring, and it could provide up-to date information that could provide managers with essential information.
 
[bookmark: _Toc532586872]Automation saves time/money
Uber’s current recruitment does not see many man hours being spent screening drivers for their positions. If there were to be an overhaul to the recruitment process ford drivers, then A.I has the potential to reduce the recruitment process and create a streamlined experience like what is shown with other positions in an organisation. The higher up a management chain, the more rigorous the recruitment process can be (Shontell, 2015). With higher salaries comes higher skills gaps and despite the need for skill sets to be adapted for the new age (Mckinsey, 2017), there is still competition for top jobs.
On average, screening times can take up to 23 hours for a single hire and out of all applications received, 75-88% of those are unqualified for the role. This shows that there is a required overhaul for the recruitment process in these areas. Seedlink can provide the required fix in such circumstance. This programme is ’10 times faster’ and has ‘25% more retention’ and allows for ‘25% more applicants’ to be interviewed in a similar scenario where the programme has not been used. This means that by utilising just a single programme, the recruitment process can be made easier and allow for an organisation to have a better chance of finding the perfect candidate. Allowing A.I to make decisions with no human intervention (Mckinsey, 2017)
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[bookmark: _Toc532586874]Ethics
With Ubers already questionable ethical practices, it is important that the organisation implement any further changes as ethically as possible.
[bookmark: _Toc532586875]Cyber Snooping
With the ability to collect data at such an exponential rate compared to the past, recruiters are now able to develop a much more personal profile of an applicant. Cyber footprints from websites such as twitter can detail the personality of an applicant by simply using the data openly available on the platform. Popular users, those with high ‘followers, what profile an applicant follows, and listed counts,’ demonstrated desirable personality traits, such as being imaginative, open and emotionally stable (Quercia et al, 2011)
Further online personality identifiers can come from music (Nave et al, 2018) and film choices (Kaufman and Simonton, 2014), showing that even the simplest Facebook like or twitter follow of your favourite media can show a good side of your personality or even undesirable traits (Akhtar et at, 2018). It is the line between what an employer can know and what should be known about a prospective candidate that can blur the ethical line in this case. 
In a world where a simple like or follow could jeopardise the career of an individual, there is potential for the mass of data that has made the A.I revolution possible drying up, as people once again become more aware of their online presence, negating any benefits that the system can bring.
[bookmark: _Toc532586876]Feedback 
As it currently stands, candidates usually only have feedback if they are successful in an application. This is due to recruiters not needing to spend that time to deliver personalised feedback to candidates they may never interact with again. Websites such as ‘how am I going’ are trying to plug the gap between annual performance reviews, but this is once the candidate is in the role (Cook, 2018). Recruitment teams still do not have access to a platform such as this.
A.I has the capacity to revolutionise this area of the recruitment process, delivering personalised feedback, that 67% of candidates say leaves them with a positive image of the company, despite being rejected from the position (Ideal, 2018). 
As A.I can take in to consideration the Facebook likes or Twitter follows, this personalised feedback has the potential to discriminate against certain online activities and for this to not only impact the career, but to be included in the feedback as to why a candidate was not successful in an application could open the door for discrimination cases. It is down to the organisation to utilise and constantly develop the perfect algorithm, to maintain a high ethical standpoint and to negate any cases that may be brought based on this method of recruiting. 
[bookmark: _Toc532586877]Biology vs Data
While algorithms and data collection can provide a wider view than ever in to a candidate’s personality, but they will never be able to provide a true reflection of a candidate’s inner self. Chamarro-Premuzic (2018) details how ‘major facets of talent’ would not be identifiable in data related sequences but would only be shown during a one to one with a recruiter or even while already in the job. It is these candidates that risk falling through the net of A.I related recruitment and there is then potential for an organisation to miss out on a better talent.
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A.I has the potential and is already shaping up to revolutionise the business world. It is how business adopt the technology and adapt its workforce accordingly that will determine organisations future in Industry 4.0.
There are outstanding benefits to utilising the technology in recruitment and it has come at a time where technological advancements and large amounts of data are working together better than ever. It is this volume of data that will prove beneficial to employers as they look to secure their place in the technological revolution.
The ethical line is one that must be drawn early, as failure to do so could not only lock out prospective candidates from a promising future, but businesses risk losing potentially valuable employees to competitors.
Technology may be revolutionising the way business works but ‘success in business is all about people, people, people’ (Branson, 2016)
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· Analyse the market and the competition to ascertain what A.I can do in the field, to develop a competitive edge
· Identify the level of investment required and prepare a cost/benefit report to evaluate the concept of A.I recruitment to Uber
· Develop a system that can recruit more efficiently than competitors
· Utilise A.I as ethically as possible to avoid future issues
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Any supporting information, for example Gantt charts, tables, graphs should be placed in an appendix. Appendices should always be numbered and referenced, both in the appendix and in your reference list. You must refer to all of your appendices in the main body of your report.
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