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1. 
Abstract
This research examines the inherent dangers of unconscious biases of Artificial Intelligence (AI) in Recruitment processes. As organisations increasingly rely on AI for hiring decisions, the research project analyses the potential perpetuation of biases in algorithmic decision-making.
The study begins by providing an overview of the current landscape of AI in recruitment, highlighting the widespread adoption of automated systems for candidate screening, resume analysis, and competency assessments. A significant portion of the paper is dedicated to unravelling the concept of unconscious biases within AI algorithms, exploring how pre-existing prejudices may be embedded in training data, feature selection, and model architectures. Drawing on empirical evidence, the research shows that despite the promise of efficiency and objectivity, these systems may inherit and perpetuate biases present in historical data, ultimately reinforcing existing disparities in the workforce, impacting the diversity, inclusion, and overall organisational culture.
Employing a critical lens, the paper examines the responsibility of both technology developers and HR professionals in mitigating these dangers, proposing strategies for ethical design and deployment of AI systems. Furthermore, the research addresses current state of regulatory frameworks and industry standards, highlighting gaps and proposing recommendations for more robust guidelines to govern the use of AI in recruitment. This includes the need for transparency, accountability, and ongoing monitoring to identify and rectify biases as they emerge (Hema, 2021).
In conclusion, this research contributes to the growing controversy on AI in recruitment by shedding light on the nuanced dangers of unconscious biases. By offering insights into the root causes, consequences, and ethical considerations surrounding biased AI systems, this paper aims to guide future developments in the field toward a more equitable and responsible integration of technology in the hiring process.

2. Introduction
The accelerating integration of Artificial Intelligence (AI) in recruitment processes has ushered in a new era of efficiency and objectivity. However, this transition has not been without its challenges. This research project seeks to unravel the hidden dangers embedded within AI-powered recruitment, specifically focusing on the perils of unconscious biases. The underlying rationale stems from the critical need to understand and address the unintended consequences of algorithmic decision-making in hiring practices.
To guide the research, the central questions emerge: 
· How do unconscious biases manifest and propagate within AI-driven recruitment processes?
· What are the ethical implications for organisational diversity and inclusion?
Aims
The primary aim of this research is to explore and illuminate the complex interplay between AI and unconscious biases, investigating how these biases may be perpetuated throughout the recruitment process. The motivation behind this study arises from the realisation that, despite the promise of impartiality, AI systems may inadvertently inherit and propagate biases present in historical data. This realisation is rooted in the observed disparities in workforce demographics and experiences (Heuristics Marketing Consultants LLC, 2023).
The study aims to achieve a comprehensive understanding of the ethical implications associated with biased AI recruitment practices. It seeks to explore the extent to which these biases influence hiring outcomes and organisational dynamics, with a focus on diversity, inclusion, and overall workplace culture. The overall purpose is not only to identify the pitfalls but also to propose strategies for the responsible design and deployment of AI systems in recruitment.
This research project also aims to propose actionable recommendations for industry stakeholders, developers, and HR professionals to mitigate these biases and foster a more equitable and inclusive hiring landscape. Through this exploration, the aim is to contribute valuable insights that shape the future of AI in recruitment, aligning technological advancements with ethical considerations for a fairer and more just employment ecosystem.

3. Literature Review
This research project will include theories meant to support the thesis and show how the relationship and interactions between humans and learning machines can influence the future of recruitment processes. It will also analyse frameworks meant to mitigate the occurrence of biases in the recruitment process, as well as regulatory frameworks intended to bring transparency of the implementation of artificial intelligence in the recruitment processes.
Social cognitive Theory
Social cognitive theory, explained by psychologist Albert Bandura, focuses on the ways in which individuals learn from observing others within a social context. While originally designed to explain human behaviour, aspects of social cognitive theory can also be identified in the behaviour of AI machines, especially those equipped with machine learning algorithms (Bandura, 2023).
Algorithmic Bias Framework
The Algorithmic Bias Framework is a conceptual tool designed to identify, understand, and address biases in algorithms and machine learning models. It serves as a systematic approach to evaluate the fairness and equity of algorithms, particularly in contexts where decision-making processes impact individuals or groups. The Algorithmic Bias Framework can be applied to the recruitment process to identify, address, and mitigate biases in AI systems used for candidate evaluation and selection. By applying various frameworks, organisations can work towards creating fairer and more equitable hiring practices.
Regulatory and Legal Frameworks
Regulatory and legal frameworks related to AI can play a significant role in preventing biases in the recruitment process. These frameworks are designed to ensure that AI systems are developed, deployed, and used in a manner that upholds ethical standards, protects individuals' rights, and mitigates potential biases. These frameworks can be used to prevent biases in recruitment (Shin and Park, 2019).
The research project intends to fill the existing gap in literature regarding the correlation between human behaviour and learning machines behaviour, with an emphasis on how unconscious biases are being perpetuated from humans to AI, and how they are impacting the recruitment processes.

4. Methodology and Methods
For this research project, a series of mixed methods analysis will be deployed to get a better understanding of the usage of AI in the recruitment and selection process, as well as uncovering any unconscious biases that might be perpetuated through the embedded biased historical data existing in the artificial intelligence machines. Combining quantitative and qualitative methods will provide a more comprehensive understanding of unconscious biases in AI recruitment. Quantitative data will be used for statistical analyses and quantitative methods to analyse datasets and measure biases quantitatively.
 Qualitative data will be used for contextual insights, employing content analysis to identify patterns, correlations, and perceptions related to biases. This will involve analysing interview transcripts and open-ended survey responses. Case studies will also be used to compare recruitment practices, algorithmic designs, and outcomes to identify commonalities and differences.

5. Discussion
The dangers of unconscious biases in Artificial Intelligence (AI) during recruitment processes are profound and far-reaching. While AI has the potential to revolutionise and streamline hiring, its reliance on historical data may perpetuate and even exacerbate existing biases present in human decision-making.
Unconscious biases, deeply ingrained in societal norms and historical data, can be inadvertently encoded into AI algorithms, leading to discriminatory outcomes. This could result in the exclusion of qualified candidates based on irrelevant factors such as gender, race, or socioeconomic background.
The consequences of biased AI recruitment processes extend beyond individual candidates to societal implications, reinforcing systemic inequalities and hindering diversity and inclusion efforts. It is crucial for developers, organisations, and policymakers to address these issues proactively. Regular audits, transparency in AI algorithms, and diverse and representative training data are essential steps in mitigating the impact of unconscious biases in AI recruitment. The ongoing conversation about the ethical implications of AI should guide the evolution of these technologies to create a future where innovation is inclusive, and opportunities are accessible to all.
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