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[bookmark: _Toc53233096]INTRODUCTION 	
[bookmark: _GoBack]This research proposal is set on the theme i.e. identifying the impact of Artificial Intelligence on the two important HR-related processes which is recruitment and selection and then identifying its impact on the overall employee turnover. Human resource (HR) is the most significant function for ensuring the company’s success and this can only be possible if the company recruits and selects the best and competent employees for the company. Other than employee turnover rate, an attrition rate of the employee also plays a very important role in the organization because HR department invests huge amount on its related activities such as training, development, recruitment, selection and many more. Therefore, retention of the right competent employees becomes essential for the company for the aim of giving importance to these processes (Li et al. 2019). 
With the changing scenario of globalization and digitalization, it becomes more important for companies to hire competent employees who can help them to compete with other global companies. They require more skilled and talented employees who can easily work with such digital tools. It is further required for the company that they can implement new techniques and strategies for their recruitment process so that they can hire the best people in the industry. And here the usage of AI technology has made this process faster, better and easier (Barboza, 2019). This technology gives various circumstances where the recruiter can work more smartly and optimize the current organizational process. 
The usage of AI technology has become an emerging concept in the HR technology where it is mainly designed to remove or reduce the several time-consuming activities such as screening ease resume manually. Screening of the resumes with the help of AI technology is time-effectively and efficiently which was the main challenge in terms of acquiring talented personnel. AI technology for the purpose of recruiting is the application of the computer which can help in solving the problems or in other forms of learning. This technology is designed to automate or streamline some of the function of recruiting workflow which is mainly high-volume tasks or repetitive in nature (Ernst et al. 2019). 
Because of its various benefits and advantages, it is suggested for the big companies that they must go for AI technology for its recruitment and selection process and some of these are it saves the time of recruiter by mechanising high-volume tasks and it also benefitted the company by hiring the quality personnel by standardizing the process of job matching. However, in contrary to this, there are numerous of challenges and issues associated with the AI technology in the recruiting process as it requires huge data, further it may learn biases did by humans, etc. which makes it less effective. But with all the benefits and challenges that a company face from implementing AI technology, this has completely changed the role of the recruiter in the company and also the company gets several benefits from using this technology. Now the recruiter will be in a position to organize proactive strategic hiring as compared to spending their time on reactive backfilling (Fulmer et al. 2018). Now the recruiter can use this time to develop a personal relationship with candidates and help in identifying and making them cultural fit. They can also work with the hiring managers as all their tasks are done by the AI technology and they just need to use this data for improving the quality of hire.
[bookmark: _Toc46683527][bookmark: _Toc53233097]RESEARCH QUESTIONS
The core research question is how the implementation of AI in recruitment and selection processes will help in reducing employee turnover? 
[bookmark: _Toc53233098]RESEARCH HYPOTHESIS
In order to study the impact of AI technology on the recruitment process, it is assumed that the primary respondents selected for this study are using the AI technology in their companies and they have complete knowledge over it. It is also assumed that the data shared by them is relevant and helped in achieving the objectives for this study. It is also assumed that the candidate selected from the AI technology will retain more than the other candidates. It is because the skills and talent of the candidates are identified with the help of AI technology.
[bookmark: _Toc46683528][bookmark: _Toc53233099]AIMS AND OBJECTIVES
This research study is aimed to establish the significance of the recruitment and selection process and to analyse how implementing changes and employing AI in recruitment and selection processes can benefit the organizations in reducing employee turnover. Following are the research objectives:
· To understand the various steps involved in the recruitment and selection process
· To understand AI technologies and analyze its significance in the recruitment and selection process
· To evaluate and assess how AI-based recruitment and selection process will affect employee turnover
[bookmark: _Toc53233100]CONTEXTUALIZATION
Therefore, from the short discussion on the AI technology, it can be said that this is a technology used for the function of recruitment and it is mainly designed to automate or streamline some important function of recruiting workflow mainly for those tasks which are repetitive in nature. There are various benefits and challenges associated with the implementation of AI technology like improving the standard of quality and make automation of the tasks easy are the core benefits of the AI technology while a requirement of huge data and high chances of human biases are some of the challenges that they face due to implementation of AI technology (Aghion et al. 2017). As the application of the AI technology, it is an innovative practice where intelligent screening software automatically screens the resumes and gives responses on the chat-box so that they can engage the candidates with real-time and further digitized interviews will help to identify the capabilities of candidates that they fit into it. In addition to this, it can be said that the role of AI technology has completely changed the role of the recruiter in the company and now they can aim to develop a relationship with candidates, make them cultural fit, and they can even become proactive in the process of hiring (Sekhri and Cheema, 2019). 
In the current scenario, it has become a very complicated task where the HR professionals have to hire and recruit skilled and talented workforce. The efficiency of manual recruitment decreases because it is a time-consuming process and even the possibility of getting the right candidate is low (Strohmeier and Piazza, 2015). And further, after going through several types of research it has been noticed that traditional methods of recruitment are not giving desired results to management and acquisition of talented employees always remains a serious issue for the HR department. In order to overcome these issues and challenges found in the recruitment processes, the HR department has given with various solutions such as AI, predictive analytics and Big Data and many more (Bhardwaj et al. 2020). The application of these tools in the recruitment process including the scheduling of tasks, resume screening, job advertising etc. becomes an easy process. In broader terms, Artificial Intelligence or AI can be termed as a process where the computer performs several of its tasks without the support of humans. The complex procedure of learning, problem-solving and decision making can easily be done with the help of this system. It cannot be said that AI is a complete replacement of human’s activities or can complete the tasks of humans but it can be said that this is a process that makes the task easier and unbiased and also gives guidance to recruiters in their process so that right and competent employees can be hired for the vacant position (Wamba-Taguimdje et al. 2020). 
[bookmark: _Toc53233101]CHAPTER OVERVIEW 
The reason for selecting this topic is to identify the implications of digital technologies on the business process so that positive change can be brought in the company. Currently, large multinational companies are taking the help of innovative practices and policies to bring change in the organization process. This study is also based on finding the same and in order to achieve the objectives of this study, it follows a certain stage as defined below:
INTRODUCTION
This chapter starts with giving a brief overview of the topic and then it is supported with aim and objectives so that all activities of this project must be on track to achieve the objectives. This chapter also includes contextualization that gives more detailed knowledge about the topic so that it clarifies a reader that what constitutes in this chapter. There is a certain hypothesis set for this study so that the quality of this research will be maintained.
LITERATURE REVIEW 
This will be the second chapter of this report which includes the opinions and thoughts of different experts on the similar topic and this will be collected from different published sources such as e-library, articles, journals, e-book, business reports, annual reports, company’s websites and many more. This data was properly referenced so that its reliability and validity will be maintained. This chapter increases the in-depth knowledge on this topic so that the appropriate conclusion can be drawn from the study.
RESEARCH METHODOLOGY
This is the third chapter of this study that includes methods and practices that will be used in this study to achieve the objectives. It gives various options and choices to researcher on strategies and practices so that the correct method will be used to achieve the objectives. Further, this section also includes ethical consideration which was considered throughout the project so that it will not lose its reliability.
ANALYSIS AND FINDINGS
The fourth chapter will include the findings of the research that were collected through primary sources and this was properly expressed by using figures, facts and charts so that it will give a quick instance to associate individuals to take a right decision.
CONCLUSION AND RECOMMENDATIONS
This is the last chapter of this study which includes the findings and a brief description of whether the objectives achieved or not. It further includes a quick overview of the overall research supporting some recommendations so that any shortcomings identified in this research will be overcome. 


[bookmark: _Toc53233102]LITERATURE REVIEW 
[bookmark: _Toc53233103]INTRODUCTION
A literature review is the complete summary of research previously done on the related topic. This surveys among the e-books, articles, google scholar, and similar relevant sources so that detailed information can be collected for the related topic. This review will describe, enumerate and summarize the implications of AI on the employee retention rate. It sets a theoretical base for this topic and assures the associated individuals that only relevant data will be presented in this study (Booth et al. 2016). 
Recruitment and selection process
Slavić et al. (2017) write that recruitment is one of the important function of the HR department of the company. Its stages range from recognising, attracting, assessing, selecting, interviewing, hiring and then on boarding the employees for the hired position. This is a process of identifying and attracting the probable resources for filling up the unfilled position in the company. It identifies the attitude and abilities of the candidates that are essential for a particular position and expectations of the company. The recruitment process can be small or large depending on the operations, size and nature of the job they are recruited. Recruitment is a process which attracts a pool of candidates and it ends where the selection process begins.
Stoilkovska et al. (2015) say that the Selection process of the HR department begins where the recruitment process ends. Therefore, it can be said that this process will only start when there are a sufficient number of applications present and it can either be from internal or external sources. Defining the term selection as choosing or picking the right candidate for the available vacant position who have necessary capabilities and potentials for the particular job. If the right candidate is selected for the vacant position, then it will become an asset of the company. 
Employee turnover 
Hom et al. (2017) define the term employee turnover as the percentage of the number of workers leaving the company or are replaced with new individuals during particular people or mainly a year. The turnover of the employees mainly calculates for an organization as a whole but it can also be applied for demographic groups or individual departments. The turnover of the employees can be voluntary or involuntary depends on the circumstances of the company. Further, it is expected that the rate of turnover of employees must be low as it has various demerits or drawbacks associated with it such as it increases the cost on the company, further, it has adverse impact on the morale of employees, decreased their overall performance, and also the quality of their performance negatively affects and it may affect the reputation and image of the company. 
Kim et al. (2017) examined that there may be numerous reasons for the increase in the rate of employees turnover but among them, the most common are lack or no opportunity for career advancement, insufficient organizational fit, poor management from their heads, and lack of support, resources or training to perform their jobs efficiently and many more.
Artificial Intelligence 
Hosny et al. (2018) say that Artificial Intelligence or AI is the human intelligence found in the machines which are mainly programmed to mimic their activities and think like humans. This term can be given to any of the machines who possess the characteristics and trait of the human mind such as problem-solving and learning. The ideal characteristics that made it different from other machines are that they have a strong ability to take actions and rationalize so that organization objectives will be achieved with the specified period.
AI works on the common principle that it is a machine that works on human intelligence and a way that made the mimic of humans easily. It is mainly used to simplify the complex tasks and its main goal consist of perception, reasoning and learning. With the technological advancement, the applications of AI technology have increased with a rapid rate and currently it is used in hundreds of industries and sectors. However, this report includes the application of AI technology in the HR department of several companies and it aims to increase the employee turnover rate in the organization. 
Artificial Intelligence and employee turnover 
According to Li et al. (2019) in the current era, there are several companies which are taking the help of AI for learning more on employee engagement and the practices that can be used to improve their journey. AI technology has been prefigured by numerous organizations for completing various tasks such as customer service, stock management, data analysis etc. Beyond this, it is further used by the HR department of the companies to improve the employee's experience in the company. AI technology can be used to leverage employees with its application. Beyond identifying the efficiencies of AI technology, it can be used to understand the journey of each employee so that the reasons for turnover can be identified and prevented. However, the biggest challenge that they face while understanding the attitudes of employees for their assigned work is adopting open communication in the company which is very rare. With the application of same practices and technologies, the employer will be in a position to listen more about the queries of employees so that they will gain high engagement level of employees and identifying whether they want to leave the organization or are looking for the promotion opportunity.
Ajit, (2016) determined that if the area of employee turnover is tracked systematically then company can save major of its spending. As there is a particular point in the customer journey where they have to face a question regarding organization fit. With the help of predictive technology, it becomes easy to predict when an employee will leave the organization and then further it provides critical support, reducing the costs of replacing human capital and reducing the overall turnover. Such type of practices is true and actual in hospitality, food and retail industry. 
With the increasing training costs and reduced workload with new candidates, retaining these employees in those sectors where there is high-staff can result in more cost-effective. With the close analysis of the employee’s journey, companies will better understand when and why employee becomes disengaged or engaged, no matter they were long-time or new hire employee. 
Strohmeier and Piazza, (2015) found that AI technology works with the historic data so that it can predict the behaviour of employees in future. In case if it shows that the employee engagement level falls at a particular role or point of time or even at distinct milestones then it demands an immediate change in the patterns or breaking the existing cycle. If the company founds something profound for instance, the company is looking for stepping up for the millennials in their respective career then it can be proved as a mindful pattern to make sure that recruitment will set a deal with the engagement curve. Therefore, this can be ensured that customer’s services will not get suffered because of unpredictable churn of employees and also their satisfaction level will not get downward. 
Various experts have an opinion that AI technology will become an investment for the companies for the upcoming five years. Rather than improving the operations of the company, it further helps in identifying the points of truth with employee journey, notify the employers about their behaviour or when the employees feel disengaged and then sending alert to them so that they will develop strategies to deal and take an active course of action. 
AI technology in the recruiting and selection process 
As per the research of Pan et al. (2020), one of the easiest yet most valued applications of AI technology are the competence to post improved targeted ads which will be grasped by the right people at the right time along with using their online activity history. AI-based technology is capable to assess the browsing history of individuals and then make a decision on whether to recruit the individuals or not. Data management system embedded on the AI technology will help in setting the targets and then screening the candidates who will exactly match with the pre-defined objectives. This technology allows the company to keep an eye on the candidate’s activities like what they have searched or which page they goggled so that they will get to know about the which candidate is showing more interest on the web page of the company. Those candidates who search for the company’s page and show more interest towards the work will able to see the company’s ads and the vacant position at an immediate moment when they decided to switch their job or are looking for new opportunities. 
Along with this process, the chat box allows the candidates to give detailed information about the candidate's resume and allows them to communicate with candidates and giving answers to their basic questions. With the advanced features like Mya, the company will become in a position on not only to interact with the candidates but it also gives opportunities to them to analyse the response and background of the individuals by using Natural Language Processing and then identifying whether they are possessing certain skills or not. This box will help in identifying and also capable to fill up the gap found in resumes and at the same time gives complete understanding to recruiters on identifying whether an individual is suitable for the particular job or not. 
Dwivedi et al. (2019) also supports to above researcher and says that it is the best way to replace the traditional methods of recruiting process where the company have to post for the job and then select the candidates after completing different types of the interview process and then selecting one of them who is the right choice to fill the current position. This is a repetitive process when someone new comes for the recruitment process and the recruiter has to start from the initial point. This does not only result in loss of time but the information is also lost and further the efficiency of the process, people involved in it also gets negatively affected. Therefore, it is said that virtual assistants are the best option to contact with the applicants, storing the collected data and then finally analyse the interactions with every applicant where there is no requirement of starting all things over again. There are various supporting options that help the recruiters to post the job and then facilitate the companies to differentiate among the candidates.
Therefore, from the above discussion on the stages that they AI technology follows to recruit the candidates it can be said that it gives opportunities to recruiters to automate those tasks which are low-level tasks and does not require human interference. Giving decision in a more detailed form will immediately help in minimizing the operational costs. Also, there are several benefits associated with using modern recruitment software along with automating operational workload as there are several other specialized software that permits recruiters to identify the candidate's abilities on their skills and knowledge. 
Meskó et al. (2018) found that it can give immediate value to the start-up's company because this is completely a change of business model. Recruiting, hiring or selecting the candidates from the market will only last for a particular period and this will help the companies in those difficult times. Further, the AI technology helps the recruiters to mainly target a particular segment which matches their recruiting requirements.
AI technology gives numerous benefits to the recruiters while using this technology and some of these are the quality of the recruitment improved, it allows better and best analytical integration, automation will help in saving the time and it gives unbiased decisions. Therefore, there are several benefits associated with this that gives reasons to use AI technology in the recruitment and selection process. 
Importance of using AI technology in the recruitment and selection process  
Van Esch et al. (2019) says that the advancement in the technologies has completely changed every industry and even recruitment process as well. It completely changes the nature of attracting the candidate pool and also changed the touchpoints of the candidates and recruiters so that there will be no or fewer chances of biases and further it completely changed various aspects of the recruitment and selection process. Here are some of the important points that made the AI technology more significant for the recruitment process and these are;
It helps in improving the overall quality of the individuals as compared to the initial candidates that the recruiter is easily attracted towards the job posting. In case the company is not in a position to find the quality candidates then they will not be excited about the current job openings and they have to sacrifice with the semi-qualified applicants who may or may not fill the expectations of the job positions. This will benefit the company in a number of ways i.e. it helps in formulating and describing clear job requirements and then gives a clear understanding of the skills required.
Duan et al. (2019) examined that it is also important to make the tedious task easier with automation. Recruiters have several other responsibilities such as scheduling of interviews, screen and identifying the current skills of candidates, and trying to understand about the needs of the team so that they can develop the strategies to deal with tedious manual tasks. All these tasks can be messed up if it will be not applied systematically and it can perform like giving personal assistance to recruiters in their jobs. 
In addition to this, AI technology is not only beneficial for the recruiters and their team but it can be proved beneficial for the candidates applying for the job as well. Different tools applied in AI technology make the roles and responsibilities of each candidate much easier. They will get all answers, information and responses need on a particular job opening. Further, it is more quick and easy to connect with the desired organizations at an immediate point of time. 
Moreover, Miasato and Silva, (2019) identified that it gives more optimized recruitment process where the requirement of hiring the right candidate will be fulfilled with the AI technology. This technology keeps an eye on the activities of candidates and prevents the candidates from giving any information to their competitors. AI technology allows the companies to collect and display the information in the right way so that it can result insightful for the company.
And above all, the most important thing that increases its importance in the companies is that it is cost-effective and when a company posts job, screening the applicants, arranging interviews and then finally train the employees they want an assurance that they are investing their funds in the right candidates. However, recruiting with AI technology further adds to the cost but it develops an effective hiring funnel which will give positive results in the long-term. AI not only helps the recruiters, employees and interviewers but it also helps them to ensure that the right candidate is holding the position in the first attempt. Hiring the right candidate will minimize the turnover and also it saves the money spent on providing training to employees.
The other importance that Harrer et al., (2019) adds to it that recruiters can get from implementing AI technology in the recruiting and selecting process is that it will reduce their overall time by selecting the right candidate at the right position and must fill up the vacant position as cost-efficient and quick as possible. It will further help other members to decrease their workload and maintain cooperation and coordination with new employee.
Last but not least, recruiting talent through AI technology is no more wastage of talent as those passive candidates who selected through this method will be proved as better as compared to direct applicants. It becomes easy for recruiters to find the candidates with this method. Even with the help of this technology, the recruiter is also in a position to hire past candidates who applied for the job during the past and did not get a chance to select. As they already interviewed the candidate and develop a relationship with them so that it is the best way to cut down the cost and time in the second round of interview. 
AI technology impact on the recruitment process
According to Wilson and Daugherty, (2018), there are various industries, where the use of AI technology is in the initial stage and with this implementation they are understanding more about this technology and its capabilities as well. AI technology has a direct impact on finding the right and suitable candidates for the vacant position. Its impact on recruitment process can be seen at different aspects such as it facilitates in finding the better-qualified candidates, it regularly monitors the database of the potential candidates and gives signals to the company about the potential of the candidates. Therefore, as a result of this will improve the engagement rate and current talent pool with the presence of those candidates. It further increases the response rate of recruiters where various communication held between confirmation texts and emails of an interview, gives recruiters more time for customized interactions, automated process and finally cultivate the relationship with the individuals.
Sutanto and Kurniawan, (2016) found the impact of the recruitment process can be identified with other aspects as well where it gives a sense of market shifts, this can be explained with the help of an example, trends of the market show that there will be an extensive change in the talent pool and unanticipated increase in the job in the future. Keeping this factor in mind, the recruiter must compute any gap found in between this and talent shortage and then hiring the right candidates to go ahead in the competition. It is also beneficial in enhancing the diversity in the current workforce by minimizing the human bias where most of the well-meaning recruiters still face unconscious bias including gender and racial diversity, geographical location and even age of the candidates. With proper implementation of this technology, it will assist in eliminating such bias roadblock by helping the qualified candidates to get the right job. 
Further, it is found that the impact of AI technology will be measured in both positive and negative terms from the perspective of recruiters. Looking at the positive side of using AI technology in the recruiting and selecting process, it is beneficial in saving the time of busy recruiters as they are involved in various time-consuming and tedious tasks that can be easily automated with the AI technology. The feature of chatbox facilitates the recruiters to select the right candidate among them as after going through this phase, the recruiter will be in a position to ask related questions from candidates, scheduling the interview process and screening the applicants. These activities are important and need to be done at the regular interval which can easily be automated with the AI technology. 
In addition to this, Langer et al. (2017) say that the positive impact can be identified with other aspects as well such as it eliminates the chances of bias where it ends with assessing the perfect candidate for a particular job, and the bias among the individuals will end by finding the interesting applications for the job. Further, this technology gives online presence on their social media through their profiles where the technology automatically makes their predictions as per the requirement of the candidates and recruiters. It also gives analysis on finding the profiles of those candidates who start their job in a particular industry. Moreover, it is beneficial in improving the experience of the candidates where it guides the candidates in their recruitment process and getting the instant and right information when they need it the most. 
However, despite positive benefits there are potential pitfalls identified due to AI technology, i.e. the technology can be used to detect particular subtleties in the behaviour of individuals through video interview but this technology cannot facilitate in finding whether they are feeling nervous or cheated the interviewer. Therefore, it is not successful in identifying the human qualities including empathy etc. and this is not possible to replace it with the help of software. Another situation where this can be proved as the tricky situation is that it may be possible that AI technology will assess all essential experience by using some keywords but it may miss the fact that this candidate will have the same experience in one job or four other jobs.
Marwan, (2019) say that it is often very common to hear that AI technology is replacing the humans with the technology and many of them get displaced from their current jobs. Although it has some impact on their jobs it is not that bad that people think of it. It is because this technology is only used to automate the repetitive tasks as mentioned above and gives opportunities to humans to concentrate on more interesting tasks. 
Maedche et al. (2019) found that the recruitment task has become a serious issue in most of the companies where they still adopt a traditional method of hiring and where the interviews and CV are used as an ineffective way of hiring. Technology has regularly embedded the recruiters to scrutinize more candidates as possible and give high-quality candidates to recruiters in the most effective manner for both job seekers and job givers. The introduction of AI technology has become a game-changing opportunity for the HR where it has both a positive and negative impact on the job process. This technology also gives opportunities to global or e-commerce companies to get the benefits of getting applications from different parts of the world. Previously, the concept of AI technology was just a concept but now it becomes a reality. Technologies using artificial intelligence have now reached to high-speed development and impacting multiple industries with its ability to replace and support a large number of cognitive and manual focused roles. They help the companies to replace those tasks which are tedious, repetitive and prone to mistake because of the ambiguity of tasks. Besides of this AI technology, there are other sub-categories including Machine Learning (ML) that can be used with it to identify the previous behaviour pattern of the individuals and identify the suitability of the candidate for a particular position. 


[bookmark: _Toc53233104]RESEARCH METHODOLOGY 
[bookmark: _Toc53233105]INTRODUCTION
This chapter concentrate on research techniques and tools used to complete the stages of this study. It needs to follow a particular structure of tactics used in other studies. In this section of the study, this research will concentrate on the data collection methods and strategies that will be used to interpret the data. The main motive of the researcher is to grab the attention of the readers who seek the methods and tools used for this study. This chapter plays a very important role as compared to other methods because it will highlight the methods that will help in stepping up in the study (Taherdoost, 2016). This chapter will list some important consideration included in this study to achieve the objectives. 
[bookmark: _Toc53233106]RESEARCH PHILOSOPHY
Research philosophy is the researcher's trust in the manner the data is used for the study. There are four different types of research philosophy found in the research onion model but among all this, the selected approach is positivism research philosophy which is used to present the accepted knowledge of the world. The philosophy begins with setting up some questions for the study and then deciding the stages to achieve the objectives stated above. This philosophy gives an extrinsic outlook of the research that does not have any relation with the truth. This philosophy makes sure that the researcher collects the data on a particular theme from the respondents selected for this research (Park et al. 2019). Further, the researcher needs to apply some numerical and statistical methods to analyse the collected data so that this can be used to gather only relevant information. 
[bookmark: _Toc53233107]RESEARCH APPROACH 
The research approach is mainly used to enhance the credibility of the collected data and it is used to make sure that the researcher follows the right stages to get the desired findings. There are two main approaches used for this research, one is deductive and second is inductive. The inductive approach is related to identifying a specific issue and then observing the behaviours of people to make a valid and reliable theory. The researcher is only allowed to develop certain theories if it is applicable and suitable for research findings (Humphrey and Economou, 2015). 
The further deductive method is often used with the positivism philosophy where the researcher has to revise the theories and models and then connect it with the research issue so that correct data will help in achieving the business objectives. Here, in this research, the researcher selects the right and appropriate models which can support the current research objectives and finding the factors that will help the recruiters to implement AI technology for the recruitment and selection purpose. The deductive method is used to find the answers to the research questions set initially and it is mainly used when the researcher decides to collect the data through primary research methods. This study helps on developing the relationship among the dependent and independent variable and then developing cause and effect relationship among the two. This study will start with gathering relevant data, analysing it and then developing a hypothesis among them so that desired results can be drawn from the study. 
[bookmark: _Toc53233108]RESEARCH STRATEGY
The research strategy is related to solving a specific issue by directing the research in a specific way. The strategies defined under this section helps the researcher to get the answers to the questions set for ensuring that it follows in the right track. Selecting the right research strategy is only possible when the research has a thorough knowledge of the aim, objectives and the themes set for the study. Research strategies give a quick instance to the researcher that how the research aim and objectives will be achieved. There is multiple research strategy found in the research onion model including experimental research strategy, survey, case study, and many more. But among all these strategies, the selected and preferred strategy is survey questionnaire where HR of some of the companies has been selected to answer the questions asked on the theme (Cox and Tam, 2018). 
The survey questionnaire is a quantitative research method where the data will be collected in the numerical form. The application of this strategy is mainly seen in social science as it is effective enough to support the researcher in achieving the objectives. In this strategy, the researcher has to select the desired number of respondents i.e. it can be small or large in a short period as it implements a cross-sectional time horizon. This is an effective strategy to investigate and find out the problems defined in this study.
[bookmark: _Toc53233109]APPROACH TO ACHIEVE OBJECTIVES 
Positivism research philosophy is used in this research because of the nature of collecting the data. In this study, both primary and secondary data are used to identify the research problem and there are different research choices given to the research such as mono, mixed and multiple research and among all these the selected research choice is mixed research approach as both methods are used in this study as mentioned above. In the mono method, the researcher uses both research methods but implement anyone to achieve the objectives while in the multi-method it used different research methods of quantitative and qualitative studies (Arai et al. 2016). However, it must be brought to the notice that mixed research approach will be used in this study so that along with qualitative methods, figures, facts and other quantitative information will also be included to define and find the solution of a research problem.  
[bookmark: _Toc53233110]DATA COLLECTION METHODS
In the first chapter of this study, the research questions set earlier is used to decide the source of relevant information that must be used to get the answers to the questions set. Therefore, from the above discussion, it is decided that both primary and secondary data will be used to collect the data. Primary data is a data available in the raw form and is collected for the first time from the respondents, while the secondary data is the data which is available on the published sources and are gathered from different sources. 
The method used to collect the primary data is the survey questionnaire and this will be close-ended where the respondents will be given appropriate choices among the options so that they will select the best suitable option. The advantage of using a close-ended questionnaire is that they will be able to collect more specific and relevant information about the topic and this is the only reason behind its use in different studies. The selection of the sample population will be done as per the convenience of the researcher and available resources (Bahtiar and Annisa, 2018).
While the main reason behind choosing the secondary data is to increase the reliability and validity of the collected data so that associated stakeholders will increase their knowledge on the theme artificial intelligence and its use in recruitment and selection purpose. It is also beneficial for the HR recruiters of many companies that they use this data while developing strategies for implementing AI technology in the recruitment and selection process. The literature review format will be selected to collect the secondary data and this will be used to identify the importance and benefits of using AI technology in the large companies. 
[bookmark: _Toc53233111]QUESTIONNAIRE DESIGN
The questionnaire is created as per the requirement and objectives set for the study so that it will be achieved with the relevant data collected from primary sources. This questionnaire will be close-ended and specific and relevant information will be used to gather specific information. The most important things that must be brought to the notice that the created questionnaire will be user-friendly, easy and are not vague so that actual meaning of the questions is not understood by the respondents (Keum, 2016). The questionnaire will be related to the theme implementation of AI in the recruitment and selection process of the candidates so that it will save them time and resources of the company and the recruiters will concentrate on more important tasks of the company.
[bookmark: _Toc53233112]PROCEDURE OF COLLECTING DATA
The sources used to collect the secondary data are internet sources, articles, magazines and library sources. The selection of these sources is done after checking its authenticity and validity of data. All these sources helped in understanding the background or historical data of the problem. 
The data collection procedure is the method used to collect and measure the information from the targeted population with the help of a questionnaire set for the respondents. The main objective of the data collection procedure is to get credible and convincing answers to the questions asked. The procedure followed to collect primary and secondary data are:
Primary data: This will be collected through a systematic questionnaire from the targeted respondents. Primary data will be collected with the help of a questionnaire which is a sequence of series of questions arranged systematically. The questions included in this questionnaire is set on the theme implementation of AI technology in the recruitment and selection process (Jalikatti and Patil, 2015). 
Secondary data: It is considered as best method as it saves the time of the researcher as compared to collecting data through the quantitative method. The data are available in the vast amount where the researcher selects the authentic and relevant sources of data including industrial reports, internet libraries, websites, journals, research, newspapers, business magazines and many more. 
Irrespective of the data collected from both sources, it is necessary to maintain the integrity of data. Therefore, the selection of data is done very carefully and modified if necessary so that there will not be any chances of finding errors in the collected data. Therefore, concluding this section, it can be said that proper methods are used to collect and analyse both data sources (Huegle, 2019). 
[bookmark: _Toc53233113]DATA ANALYSIS
The collected data will not be any of use if it was not analysed using appropriate tools.  Therefore, the appropriate methods are used to analyse the data collected from different sources so that desired objectives will be achieved. Therefore, before deciding to collect the data, it is essential that it is properly recorded and this is done by tabulating the primary data collected and then further it is represented by using charts and graphs. After recording the data systematically, the researcher applies frequency analysis to analyse the collected data where the frequency means the number of occurrence of an event (Stuckey, 2015). The most preferred option is often selected as the best choice for the organization or any company.
The analysis of data with the help of frequency analysis the researcher needs to use descriptive statistics where the numerical data will be analysed by using a combination of data. Moreover, the secondary data will be analysed by using content thematic analysis where the researcher needs to develop certain themes to analyse the data and these themes were critically analysed by the researcher so that appropriate findings can be obtained from the data (Harding, 2018). 
[bookmark: _Toc53233114]SAMPLING 
[bookmark: _Toc53233115]SAMPLE SIZE
The meaning of sample size is the selection of several populations from the overall population suitable for the study. However, various recruiters are using AI technology for their recruitment and selection purpose, but it is not possible for the researcher to include all of them, therefore, a small sample of 10 recruiters has been selected for this study.
These recruiters are approached through their email id available on the internet and they are performing the roles and responsibilities of HR also implementing AI technology to simplify tedious and repetitive tasks. These personnel have complete knowledge about AI technology and they are even ready to give answers to the questions asked to them through a questionnaire (Gentles et al. 2015). 
[bookmark: _Toc53233116]SAMPLING METHOD
The sampling method is to two different types i.e. probability and non-probability sampling methods where the probability sampling will use in those situations where the researcher recognizes the sample population and if not then it is known as non-probability sampling. The researcher uses a non-probability sampling method for this study as the researcher does not know about the recruiters or HRs of the company. Further, these respondents have to ask the permission about giving answers on this question as this is internal information where they are not allowed to share any confidential information about the company with other outsiders (Palinkas et al. 2015). 
In addition to this, giving it more specific terms, it can be said that convenience sampling method will be applied in this study where the selection of respondents will be done as per the convenience and approachability of the respondents. This is also the most suitable method because it follows cost and time constraint and also the chances of getting the correct information is high. The only disadvantage of using this method is that the biases of selecting the candidates are high.
[bookmark: _Toc53233117]ETHICAL CONSIDERATION
For the entire study, the researcher makes sure that it follows all ethical practices in each stage. Even the researcher gives more importance to ethical consideration while collecting the primary data because of confidentiality of the data and the recruiters also hesitate to share confidential data of the company with outsiders. Further, it is the responsibility of the researcher that they must make the respondents comfortable and ensure them that all the information shared by them will not be used for other purposes rather than explained to them. All ethical guidelines are followed by the researcher while undertaking the research and each stage is completed with the quality standard set by the researcher (Bennett and Panicker, 2016). 
Moreover, the respondents are assured that no personal identity will be disclosed to others and all these data will be kept confidential along with this, the respondents give voluntary participation so that right details are share with them. All these practices help in ensuring that the objectives of the study will be achieved by following these practices.
Moreover, the anonymity of the data is also considered for this study which means that the personal identity of the respondents will not be disclosed if it is not essential. Such practices further add up to the trust of respondents that the data for the study is collected for valid reasons. 
[bookmark: _Toc53233118]NUMBER OF RESOURCES AND TIME REQUIRED
The resources required to complete this research or achieve the objectives are human resource or a team of 4-5 members who helped in performing different tasks so that objectives will be achieved. Moreover, it requires a laptop, internet connections, stationery, phones and regular meetings so that objectives must be achieved as required. All these resources are arranged and make them available so that research objectives will be achieved without any problems or issues. In addition to this, the time scale is decided for each task so that activities and stages were decided for achieving the objectives and complete the whole study timely. The time required to complete the whole study is presented with the help of the Gantt chart and this is presented in the following table: 
	Activity/Weeks
	1
	2
	3
	4
	5
	6
	7
	8
	9
	10
	11
	12

	Formulating aims and objectives and assigning resources for each activity
	
	
	
	
	
	
	
	
	
	
	
	

	Gathering data from secondary sources
	
	
	
	
	
	
	
	
	
	
	
	

	Gathering data from primary sources 
	
	
	
	
	
	
	
	
	
	
	
	

	Analysis of data
	
	
	
	
	
	
	
	
	
	
	
	

	Arranging and presenting the data
	
	
	
	
	
	
	
	
	
	
	
	

	The final presentation of work
	
	
	
	
	
	
	
	
	
	
	
	


Table 1: Author's Work
[bookmark: _Toc53233119]VALIDITY, RELIABILITY, GENERALISABILITY, ETHICAL ISSUES, AND BIAS INHERENT IN RESEARCH METHODS 
The objectives of research may not be completed if the questionnaire does not get a proper response or they are incomplete then it affects the validity of the collected data. Therefore, for the research, it is important for them that the questionnaire must be prepared and constructed properly so that there will not be any chances of not getting proper responses (Rubilar Panasiuk and Crespi Abril, 2017). 
Therefore, in order to meet the quality or criteria of the research, there must be a use of proper tools that will help in checking the accuracy of the research. And the two main requirements for meeting the standards of the research is validity and reliability. Validity is checked by ensuring that responses must be accurate and must be relevant for achieving the objectives. Reliability means checking the trustworthiness and this is ensured by getting the same results again and again from the respondents. 
[bookmark: _Toc53233120]LIMITATION OF DATA COLLECTION 
As mentioned above that both primary and secondary data sources are used to collect the data on the theme set above but there are certain limitations behind using both the research methods and this is the reason behind selecting both the research methods so that the limitation of another will be overcome with the use of another method. The limitation of using primary data in this research is that it is a time-consuming method and the researcher has to put efforts to collect the data from this source while the same limitation can be overcome by using a secondary source of data i.e. it is less time consuming and gives relevant and authentic data once selected relevant for the theme (Roberts and Allen, 2015). 
On the contrary to this, the limitation of using secondary research methods is that the data available on the published sources are not relevant to the research theme set and the researcher has to put more efforts on finding the relevant data. While this limitation is overcome by using primary data as the researcher ask some particular question on the research theme set so that these answers will help in achieving the research objectives. 
[bookmark: _Toc53233121]CONCLUSION
After completing the whole methodology to decide on the stages, approaches and methods used to collect the data, it can be said that it helps a lot in deciding the ways that will help in achieving the research objectives. Therefore, in order to collect the data on AI technology and its impact on recruitment and selection process both primary and secondary data will be used and further, this was properly analysed so that desired findings can be obtained. 


[bookmark: _Toc53233122]DATA ANALYSIS
This is the most important section of the study where the collected responses from the recruiters are collected and analysed systematically. The chapter consists of the systematic interpretation of data by applying right analytical tools so that the implementation of AI technology in the recruitment and selection process will be identified and several other companies can also take advantage of using this technology in their recruitment process. This study is not based on selecting the recruiters of a particular industry but only those recruiters who are using this technology are selected so that they will give correct answers on identifying the importance of AI technology in recruitment and selection process and also how it affects the turnover of employees.
The analysis section of this study is supported with proper charts, graphs and analysis so that it helps the reader or stakeholders to give a quick instance about the obtained results and this can be used by the relevant companies to achieve their objectives or finding the answers on implementing the AI technology in their recruitment and selection process and reducing the number of employee’s turnover in the company. In the current scenario, employee turnover becomes a serious and emerging issue where it is required that these companies must immediately find highly competent and talented personnel so that these vacant positions must be filled immediately without affecting the productivity and operations of the company. After that the company have to spend thousands on providing training to new candidates, therefore, some of the experts suggested that this cost can be reduced by hiring the competent and talented personnel in the first attempt. Therefore, this questionnaire will help these companies in finding the best use of AI technology and its importance in understanding the behaviour of employees so that employees’ turnover can be reduced and they can take maximum advantage of this.
The questionnaire sent to the respondents is attached in the appendix.




1. Select your gender
Response table 
	Male 
	7

	Female
	2

	Prefer not to answer 
	1

	Total
	10



Presentation of data

Analysis of data
The questionnaire begins with selecting the gender of the respondents, it will help in deciding the mentality and perception of recruiters on the AI technology based on gender. However, the opinion of the people based on the gender does not have so much impact on the results, the only purpose of selecting this question for the questionnaire is to have some demographic information about the respondents. Therefore, from the data collected and recorded in the above table it has been found that among the 10 recruiters, the number of males is 7 and number of females are 2 and rest one of the respondents did not bother to give an answer of this question. However, as mentioned above that the responses to this question do not affect the results of the questionnaire.
2. What is your total experience of working with AI technology as a recruiter in your respective industry?
Response table
	0-5 years
	3

	5-10 years
	4

	10-15 years
	2

	More than 15 years
	1

	Total
	10



Presentation of data

Analysis of data
The experiences of the recruiters of implementing the AI technology helps in increasing the reliability of the collected data and the researcher tries to make sure that recruiters having more experience of using this technology must be selected so that other companies can rely on their collected data and take a correct decision on using this technology in their respective company. The above response table shows that the number of people having experience of 5-10 years is 4 recruiters, people having experience between 0-5 years are 3 recruiters, other 2 recruiters are having the experience between 10-15 years and rest 1 recruiter is having to experience more than 15 years of using this technology in the recruitment process and to understand the behaviour and attitude of employees leaving the organization. 
3. Do your company hire employees from other countries to fill the vacant position?
Response table
	Yes
	7

	No
	3

	Prefer not to answer
	0

	Total
	10



Presentation of data

Analysis of data
The questions from now make a huge impact on the data collected and the research objectives. Therefore, it is made compulsory for the respondents that they are not allowed to omit the questions and they have to answer each question correctly. The question asked from the respondents is that whether their companies are opting to select the candidates from other countries and as per the collected responses, it has been found that 7 recruiters out of 10 prefer to hire the employees from other countries and for the AI technology can be proved as the most effective techniques to get the quality and talented personnel, this is also a good sign of getting the right information on the theme selected. On the contrary to this, 3 among them did not prefer to hire the employees from other countries and it may be possible that they are not taking the utmost advantage of this technology.
4. Do you think, AI technology gives desired results while selecting the right candidate from recruitment and selection procedure?
Response table
	Strongly agree
	3

	Agree
	4

	Neutral
	0

	Disagree
	2

	Strongly disagree
	1

	Total
	10












Presentation of data

Analysis of data
In this question, the respondents have to give an answer on whether they think that AI technology gives them desired results in terms of choosing the right candidate for the vacant position and as per the collected responses shown in the above table, it can be said that majority of these people are in favour of this question as 4 recruiters strongly agree to this, 3 agrees, 2 disagrees with this and rest of the 1 recruiter strongly disagree with this. The answer to this question totally depends on the perception and opinion of the recruiters, therefore it helped other recruiters to decide on using AI technology in their recruitment process.
5. Why do feel the requirement of using AI technology in recruiting, selection and most importantly to reduce the turnover of the company?
Response table
	Improving employee’s experiences 
	1

	Better engagement with employees
	4

	Identifying the strengths of employees
	3

	Improving their overall experience 
	2

	Total
	10



Presentation of data

Analysis of data
The next question of this questionnaire is related with identifying the importance of AI technology to reduce the overall employees turnover in the company and as per the collected responses shown in the above table and chart, it has been found that 4 recruiters think that it can be used as an effective tool to better engage with the employees, other 3 recruiters have a different opinion and they say that it will help in identifying their strengths so that it will help in deciding which is the best candidate for the company, other 2 recruiters have a different opinion and they say that it will facilitate in improving their overall experience and only 1 recruiter gives an opinion on improvement on employee's experiences.
6. What is the main benefit that multinational companies can take from adopting AI technology in their hr process?



Response table
	Reducing the human replacement cost
	2

	Reduced workloads with new employees
	2

	Performing repetitive tasks
	4

	Identifying the reasons for turnover
	2

	Total
	10



Presentation of data

Analysis of data
The responses collected from the 10 recruiters do not make much difference to this question and it is expected that a company will get different benefits from adopting the AI technology in their company. However, the majority of the people were selected performing repetitive tasks where this technology helps in performing those tasks which are repetitive in nature, and the rest of the 6 recruiters select three other options equally and this is reducing the overall replacement cost, reducing the workloads of existing employees with new candidates, and identifying the reasons of turnover. Therefore, from the collected responses it can be said that it gives several advantages to the company, therefore, if the company is looking for the same benefits then they can implement AI technology in their companies. 
7. How AI technology affect the employee’s turnover in your company?
Response table
	Predicting their behaviour in advance
	2

	Identifying the reasons for disengagement
	4

	Improves productivity level
	3

	Encouraging open communication 
	1

	Total
	10



Presentation of data

Analysis of data
AI technology has affected the employee’s turnover in different ways and when the respondents were asked to identify the specific impact then as per the collected responses, 4 recruiters are in the favour of assessing the reasons behind disengagement of employees, other 3 recruiters think that it will assist in increasing the productivity level of the employees, other 2 recruiters say that this technology is very helpful in predicting the behaviour and attitude of the employees in advance so that recruiters can develop their strategies that will give effective results and do not affect the organization culture and productivity of other employees. At last, it is found from the 1 recruiter that it will help in encouraging open communication in the organization. Therefore, from the different responses of the people, it becomes clear that AI technology affects the employee's turnover in a number of ways.
8. What important role that AI technology is playing while implementing a recruitment and selection process?
Response table
	Monitors employee’s activities
	1

	Eliminate repetitive and tedious tasks
	3

	Reduces wastage of time
	3

	Improved quality personnel 
	3

	Total
	10


Presentation of data

Analysis of data
As already found from the literature review that AI technology plays different roles in the recruitment and selection process and the same was found from the responses on the 10 recruiters and as per the above table shows that the opinion of 10 different recruiters that 3 respondents are selecting eliminating repetitive and tedious task, reduces wastage of time, and improved quality personnel each. Therefore, the responses do not give a clear picture about the significant role played by the AI technology in the company, and it becomes difficult for the recruiters to find a sole reason to implement this technology in the company. While only 1 recruiter is selecting that it plays an important role in monitoring the activities of employees. Therefore, the perception of recruiters does not help find the significant role played by AI technology in the company.  
9. Based on your experience as a recruiter, select the importance of using AI technology in the recruitment and selection procedure?
Response table
	Improve the overall quality of candidates
	2

	Making a tedious task easier
	3

	Optimized recruitment process
	3

	No wastage of talented employees
	2

	Total
	10













Presentation of data

Analysis of data
In this question, the respondents have to give an answer to identifying the importance of AI technology in the recruitment and selection process. However, various importance and role of this technology have been identified from the secondary sources but when the respondents were asked to give responses as per their experience then the above table shows the responses of 10 different recruiters. According to the perception of 3 recruiters, it is important to make the tedious task more easy and simple, another 3 recruiters select optimization of the recruitment process as per their requirement, another 2 recruiters think that it will help in improving the overall quality of the candidates and rest 2 recruiters have a different opinion and they say that it does not allow the companies to waste the talented employees and further helps in recruiting the right candidate for the vacant position in the company.  
10. Do you think, AI technology involves huge costs as compared to its benefits?
Response table
	Yes
	4

	No
	4

	Cannot say
	2

	Total
	10



Presentation of data

Analysis of data
As per the data collected from 10 different recruiters, the actual situation on the theme does not clarify as the responses are similar in this question as well where the opinions of 10 different recruiters do not make any difference to the question. Therefore, it does not help the researcher to decide on the cost and benefits involved in the implementation of AI technology. According to the table shown above, 4 recruiters think that its cost is more than the benefits involved in it while another 4 recruiters say that its benefits are more than the cost involved in it and rest 2 recruiters are not in a position to compute the cost and benefit associated with the implementation of AI technology. Therefore, from the above discussion, it can be said that the company must compute their benefits and cost on their own so that they will decide on their own whether to use this technology or not.
11. How will you compute the impact of AI technology on the recruitment and employee’s turnover in the company?



Response table
	Improve engagement rate
	1

	Increase the current talent pool
	4

	Gives customised interactions
	2

	Cultivate relationships with individuals
	3

	Total
	10


Presentation of data

Analysis of data
The last question of this questionnaire asked about the analysing the impact of AI technology on the employee’s turnover and recruitment process in the company. The data collected from the responses are systematically collected in the above table and this table shows that 4 recruiters found that it has a positive impact on increasing the current talent pool of competent employees in the organization, while 3 recruiters have different meaning and they say that it gives an opportunity to recruiters and employees both to develop a strong relationship with each other by knowing more about them, in addition to this, 2 respondents out of 10 people have the same opinion and they say that it gives opportunities to both to have customized experience which is a basic requirement for improving the rate of employee's turnover. At last, only 1 recruiter is in favour of improving the engagement rate with the implementation of AI technology.
[bookmark: _Toc53233123]INTERPRETATION OF FINDINGS THROUGH DATA ANALYSIS
The above tabulation and presentation of data are done by using the frequency analysis which is commonly used to interpret the quantitative data. Frequency analysis is a tool used for statistical data so that quantitative data will be analysed systematically and the obtained results can be used for taking the important decisions of the company. Using the AI technology in the organization requires detailed research because the company have to spend thousands on purchasing these technologies and if they are not utilizing it with its utmost capacity then it is nothing but a wastage of monetary resources and even the issue of employee’s turnover will not solve. 
Therefore, with the help of the data obtained from the opinion of various recruiters, it helps other companies who were deciding on whether to implement the AI technology in their company or not. Frequency analysis is a data analysis tool used to compute the frequencies of variables and identifying the differences among different variables. A quantitative approach is mainly linked with finding the evidence to the obtained data or evaluating whether it is in favour of accepting or rejecting the hypothesis set earlier that was set at the initial stage of the research. 
Analysis of primary data
The same questions were asked from 10 different recruiters of different companies so those correct and right decisions can be taken with the fair and right judgements. Primary research is considered as the most important tool for achieving the objectives and getting the most specific data on the research theme set. Therefore, it becomes essential that findings of the primary data must be critically and objectively analysed and interpret along with comparing it with other research findings within the framework of similar research. Moreover, the literature review is used to collect secondary data which was collected at the initial stage of this research so that it increases the validity and reliability of data by collecting the viewpoints and opinions of various experts. Further, secondary data was combined in data analysis in an unbiased and logical manner. Therefore, from the data collection of both sources, it can be said that there is a positive relationship among the employee’s turnover and employees hired with the AI technology. The difference between the two of the recruitment process can be seen from the tenure they stay in the organization for providing their services. 
The data obtained from this study had been played a very significant role in understanding the cause and effect relationship between AI intelligence and its impact on reducing the employee's turnover in the company. This research includes both primary and secondary data so that the relationship among the two can be easily defined and the purpose of conducting this study will be fulfilled. The objectives of carrying out this study have been clearly stated in the first chapter of the study so that all its activities will be kept on track.
There are two different tools used to analyse the data collected from primary and secondary sources. Hence, defining the analytical tool to analyse the data collected from the primary source is frequency analysis and the analysis of each question was completed in the above chapter. This section includes a critical analysis of the collected data so that the relationship among the AI technology in the recruitment and selection process and its impact on employee's turnover can be identified.
The questionnaire consists of 11 different questions which include demographic questions and also some questions related to the theme selected for this study. However, these demographic questions do not impact much on the results obtained from the respondents. Further, the next question helped in identifying their total experience while working as a recruiter is large companies. The reason behind taking the recruiters of large companies is that they can give a more detailed explanation on the usage, drawback, importance and other benefits of the AI technology in the HR-related practices.
In addition to this, it also has been found that these recruiters find it very appropriate technology to fill the vacant position of the company. It also had been found that employee turnover becomes a serious issue for most of the company where they are not able to retain the employees for longer duration because these employees are getting better employment opportunities in other companies. This is a result of increasing competition among the companies and talented and competent employees are getting direct advantage of this current scenario.
Moreover, the employees have been asked to give their opinion on identifying whether the companies are able to get the desired, competent and talented employees by recruiting and selecting the candidates with the help of AI technology. However, the responses of the people showed that most of these people are agreeing to this question and this may be because they know the actual use of AI technology, However, 3 other employees do not agree with the questions asked to them. These are those respondents who are having experience of fewer than 3 years. Therefore, it can be said that companies can only take the maximum advantage of using this technology when they are having more experience and complete knowledge of using this technology. It is not easy to identify the attitude and behaviour of the employees while giving services in the company and recruiter needs detailed knowledge of AI technology.
After, taking the opinion on taking the utmost advantage of this technology, the next question is that whether this technology is correct method to reduce the turnover and its importance in using this method in the company. Based on the collected responses, this technology helped a lot in engaging with the employees as it helps in identifying the attitudes and behaviour of employees while working in the organization. There are numerous factors that affect the engagement and motivation level of employees and due to this they are not able to give desired and expected services in the organization. Therefore, this technology helped a lot in understanding and finding those factors so that they must be used to increase the engagement level of employees.
These large and multinational companies are using this technology in performing its daily operations, they are expecting that they do not involve talented and competent employees in doing the repetitive and tedious tasks and hence they are taking the help of this technology for performing these repetitive tasks. The respondents here have to give their opinion on the main benefit that they are getting from using AI technology and 4 respondents among 10 say that it is very helpful in doing repetitive tasks, the company can reduce its costs on giving salaries to employees for doing repetitive tasks as such tasks will be performed by AI technology with fewer mistakes.
AI technology also has some impact on the turnover rate of the employees and when they were asked to give their opinion on same then as per the collected responses from 10 employees, they said that this tool is effective enough to find out the reasons of disengagement and then taking certain actions to reduce the same. Further, it also has been identified that if talented and quality personnel are hired in the company then it will increase the productivity level of the other employees as well. This can also be used as a motivation tool for other employees.
One of the question in the questionnaire also includes the role played by AI technology during implementing recruitment and selection procedure and as per the collected responses from the 10 different recruiters, it has been found that these people are giving different responses including helping in eliminating tedious and repetitive tasks, reducing the wastage of important resource i.e. time, improving the quality personnel, and also it helps in monitoring the performance and activity of the employees so that correct actions can be taken to improve their overall performance. 
In addition to this, the recruiter has to define the importance of using this technology in recruitment and selection procedure and according to collected data, it can be said that it is an effective tool to making the complex task easier, and optimizing the recruitment process as per the needs of the particular company. Therefore, the company can successfully optimize the process so that it can use it as per their requirement.
Undoubtedly, using the AI technology involved huge costs and when they were asked to assess whether its costs are high than its benefits then the collected responses did not make any such impact on the results, because 4 respondents are in favour while 4 respondents are against the question asked. Therefore, it can be said that it depends on the opinion of the respondents on AI technology. At last, the respondent's compute of its impact on the employee's turnover and its impact can be directly seen from the current and increased pool of talented employees. The company gets a wider option of getting the right candidate for the vacant position. In addition to this, there are several impacts of this technology on the recruitment and selection process and it varies as per the nature of the company or type of employees required for the vacant position.
Analysis of secondary data
As mentioned above that different tools and techniques has been used by the authors to collect relevant secondary data. The secondary data was collected after setting the themes of the research objectives so that irrelevant data will not be collected for this study. The sources used to collect secondary data are e-books, business report, articles, journals, industrial report, and other published sources but only relevant and authentic sources are selected to collect the data on AI technology and its use in reducing the turnover rate and also helping in recruitment and selection procedure (Harrer et al., 2019). 
The secondary data includes the definitions and basic concepts of the terms used in this study so that it will not create any confusion in the minds of the reader on the concept and basic themes. After collecting the data on the concepts and themes on the basic topics related to the topic, it collects data on developing the relationship between these concepts and from the findings and opinion of the different authors including Li et al. (2019) that there are various factors in the AI technology which will help the recruiters in selecting the best candidate among them. In includes various tasks including data analysis, stock management, customer service, assessing the behaviour of employees and their characteristics so that recruiters will develop the strategies that will help in reducing the overall turnover in the company (Wilson and Daugherty, 2018). 
There are several reasons for the using this technology in the organization for the purpose of performing tedious and repetitive tasks of the HR department and the only reason to engage and retain the competent employees for a long time. With the current trend in AI technology, it has been found it can become an investment for the companies despite the cost involved in it. These can be proved as the best source for assessing the point of truth with the employee journey, notify their behaviour and finding the reasons of disengagement after finally develop the strategies that will work best to take a certain course of action (Langer et al. 2017). 
Further, as per the perception of Pan et al. (2020), AI technology also gives features to the company on finding the browsing history of the candidates so that they can track their online activity as well. With the data management system, the recruiter can define their targets and then screening them as per the standard criteria so that only relevant and exact candidate will be selected for the future process. It can be proved as the best source for the recruiter to find the candidate who has more interest in the company and further who are looking for the opportunity for the desired position. Some of the authors like Dwivedi et al. (2019) find that it can be replaced with the traditional methods of hiring and selecting the candidates with the less cost involved and getting the options of most suitable people in the organization. This will help in saving their time and also in increasing the overall efficiency of the process. Hence, it can be said that it provides some kind of virtual assistance to recruiters for contacting with the right applicant, storing the data of applicants and then analyse interactions with them so that there is no requirement to start the operations from the starting point. Therefore, from the above discussion on the stages that they AI technology follows to recruit the candidates it can be said that it gives opportunities to recruiters to automate those tasks which are low-level tasks and does not require human interference (Langer et al. 2017).
This study also listed some importance of using AI technology in reducing the employees turnover and improved the recruitment and selection procedure. Van Esch et al. (2019) says that with the advancement in the technologies, it has completely changed the recruitment process and almost every operations of the company. It also changes the methods used to attract the candidates, creating better and improved touchpoints, creating no scope of biasness in selecting the candidates and many more. Because of its advantages and benefits, several companies prefer to use this technology in their routine process and delegating the same and repetitive tasks to these technologies so that they will concentrate more on the most important tasks of the company.
It also has been found from the study of Sutanto and Kurniawan, (2016) that AI technology has both positive and negative impact on the recruitment process and the employee turnover. Therefore, it is suggested that before deciding on using this technology in the organization, they must compute these impacts so that it will have a less negative consequence and the company can take maximum advantage of this technology.
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Conclusion 
Therefore, after completing the whole study on the role of AT technology in reducing the turnover of employees in several organizations, it can be said that AI technology has a significant role in the same and those companies which are using it in the right way are able to reduce the employee’s turnover. Planning and organizing of activities of this study helped a lot in completing this study. The first stage of this study is to set and formulate some objectives and aim so that it will help in deciding the other stages of the project. The first section of this study consist of the briefing about the project that gives a general introduction on the topic and the areas covered under this project. In the second chapter of this study includes the opinion and thoughts of the different experts who had their study in similar themes and give insights about the topic. The third chapter of this study is the research methodology where the researcher decides on the methods and approaches that were used to achieve the objectives of the study. Here, in this chapter, the research evaluates each strategy along with their pros and cons so that the right strategic tool will be selected for the study. Further, in the next chapter of the study, it consists of an analysis of the collected data from the primary research, there were total 10 recruiters from different companies were selected who were told to give their opinion on the questions asked to them, their responses helped a lot in developing some clear image about the role of AI technology in the reducing the rate of employee’s turnover. At last, this study includes an overall conclusion and some recommendations to those who are already using this technology and also for those who are thinking to use this technology in their organization. Therefore, the above discussion helped a lot in assessing the roles played by the AI technology in the companies. 
Recommendations
There are various challenges or shortcomings found from the findings of the above data and here are some recommendations that will help the companies to improve the use of AI technology in the employee turnover and these are:
Identifying growth opportunities: Among all the monetary benefits and the employee is also looking for challenging work so that they will learn something new from the daily operations. However, in the latest report of Brand Health, it has been found that 64% of the tech workers are looking the opportunity to solve new and challenging problems so that they will leave the current position and being promoted for the higher position (HRCI, 2018). They are also having some assumptions in terms that these companies will find some ways by which they will better engage the customers (Wilson and Daugherty, 2018). 
It is recommended that AI technology must be used in this aspect so that they will better engage the employees and also improve their daily work performance. Further, it also has been realised that if their managers take the advantage of AI technology in measuring the performance then it will help in analysing the necessary steps that need to be taken for giving training to employees (Buhalis and Leung, 2018). 
It must be used for empowering the employees: The companies can make use of AI technology to empower current employees. It has been found that the employees are not comfortable to openly discuss their problems or the reason behind leaving the organization. therefore, these large companies can take help of the AI technology to take follow up on certain questions with the help of employee experience feedback program, collecting their response on what affects them most and after collecting this data, it can be used for the analysis of the data individually and also in aggregate, the report obtained from the data can be used by relevant people across the business who can bring certain changes into bringing opportunities or changing the strategies (Peukert, 2019). This can be explained with the help of an example if the AI technology senses spine in employees describing that the stem of the problem is malfunctioning then this function can be automatically routed to the marketing, product and customer care. This will not only reduce the repetitive and tedious task of the employees but at the same time it also helps in increasing the satisfaction level of the employees and employees also feel less frustrated due to getting information at the right time. Such type of practices contributes to making the employees satisfied with their job and increases their retention period in a particular organization (Zhou et al. 2016). 
A recruiter must empower the employees with better technology: From the secondary data of this study it has been found that tedious and repetitive tasks of the organization become easy with the use of AI technology and if the recruiter gives them the option of utilizing AI technology like machine learning, automating process, deep learning and integrating chatbots etc., it will boost and empower the employees to complete their tasks in a better and effective way (Ernst et al. 2019). AI technology is an effective tool to enhance the capability of the employees by giving them personalized experience with their managers and superiors. Allowing the employees by these technical solutions so that they will give the best services to customers and also facilitate the employees to complete their specified tasks and overall goals and objectives. Hence, the company must take every possible effort to make the employees satisfied because they are the important asset of the company and they must put every possible effort to attract and retain talented and competent personnel for longer time (Chui et al. 2018). 
Developing strategies to attract and retain talented employees: As mentioned in the secondary research that talent management becomes a serious and emerging issue in almost every organization. And some companies are taking the help of technologies to find the issue and retain them in the organization. Despite identifying the reasons for turnover, the HR department must come up with proper strategies so that the issue of employees’ turnover will be reduced as much as possible (Pavaloiu, 2016). 
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1. Select your gender
· Male 
· Female
· Prefer not to answer 
2. What is your total experience of working with AI technology as a recruiter in your respective industry?
· 0-5 years
· 5-10 years
· 10-15 years
· More than 15 years
3. Does your company hire employees from other countries to fill the vacant position?
· Yes
· No
· Prefer not to answer
4. Do you think, AI technology gives desired results while selecting the right candidate from recruitment and selection procedure?
· Strongly agree
· Agree
· Neutral
· Disagree
· Strongly disagree
5. Why do feel the requirement of using AI technology in recruiting, selection and most importantly to reduce the turnover of the company?
· Improving employee’s experiences 
· Better engagement with employees
· Identifying the strengths of employees
· Improving their overall experience 
6. What is the main benefit that multinational companies can take from adopting AI technology in their hr process?
· Reducing the human replacement cost
· Reduced workloads with new employees
· Performing repetitive tasks
· Identifying the reasons for turnover
7. How AI technology affect the employee's turnover in your company?
· Predicting their behaviour in advance
· Identifying the reasons for disengagement
· Improves productivity level
· Encouraging open communication 
8. What important role that AI technology is playing while implementing a recruitment and selection process?
· Monitors employee’s activities
· Eliminate repetitive and tedious tasks
· Reduces wastage of time
· Improved quality personnel 
9. Based on your experience as a recruiter, select the importance of using AI technology in the recruitment and selection procedure?
· Improve the overall quality of candidates
· Making a tedious task easier
· Optimized recruitment process
· No wastage of talented employees
10. Do you think, AI technology involves huge costs as compared to its benefits?
· Yes
· No
· Cannot say
11. How will you compute the impact of AI technology on the recruitment and employee’s turnover in the company?
· Improve engagement rate
· Increase the current talent pool
· Gives customised interactions
· Cultivate relationships with individuals
Series 1	Male 	Female	Prefer not to answer 	7	2	1	


Series 1	0-5 years	5-10 years	10-15 years	More than 15 years	3	4	2	1	


Series 1	Yes	No	Prefer not to answer	7	3	0	


Series 1	Strongly agree	Agree	Neutral	Disagree	Strongly disagree	3	4	0	2	1	


Series 1	Improving employee’s experiences 	Better engagement with employees	Identifying the strengths of employees	Improving their overall experience 	1	4	3	2	


Series 1	Reducing the human replacement cost	Reduced workloads with new employees	Performing repetitive tasks	Identifying the reasons of turnover	2	2	4	2	


Series 1	Predicting their behaviour in advance	Identifying the reasons of disengagement 	Improves productivity level	Encouraging open communication 	2	4	3	1	


Series 1	Monitors employee’s activities	Eliminate repetitive and tedious tasks	Reduces wastage of time	Improved quality personnel 	1	3	3	3	


Series 1	Improve overall quality of candidates	Making tedious task easier	Optimized recruitment process	No wastage of talented employees	2	3	3	2	


Series 1	Yes	No	Cannot say	4	4	2	


Series 1	Improve engagement rate	Increase current talent pool	Gives customised interactions	Cultivate relationships with individuals	1	4	2	3	
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