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1. Introduction
[bookmark: _Int_nVqPBaJX][bookmark: _Int_LL2J87wk][bookmark: _Int_7PQjEFtV]Both Jay and I work for Newport City Council and have an awareness of the automated recruitment and onboarding functionality and current trial of Co-pilot, Microsoft’s AI tool launched in November 2023. However, as neither of us work within the HR service, we decided to focus on our own organisation in order to understand the current position and future plans to embrace technology and AI, particularly with regards to recruitment and selection. 
To answer the question, we approached HR Business Partners, the Transformation and Intelligence manager and Digital colleagues, and undertook research to understand the potential opportunities, risks, and benefits of fully embracing advanced technology for recruitment and selection in organisations. 
2. Current Position & Opportunity
In Newport there is limited use of AI or advanced technology in the HR function. The main systems currently used in relation to recruitment and selection are I-Trent, In-Phase, My Hub, and Business Objects for reporting. A cross section of the organisation is part of a nationwide trial of ‘Co-Pilot,’ and to date it has been tested for creating recruitment packs, which has been successful. The next stage will be trialling its use for the creation of job descriptions and adverts. 
[bookmark: _Int_HiX8TfQx]AI in the form of a ‘chatbot’ has also been developed and integrated into the HR payroll system, which has an employee interface titled ‘ESS’ or Employee Self Service. The chatbot can be accessed by scanning an IQ code and downloading the necessary app. Once logged in, the chatbot can be used to book annual leave, submit travel and subsistence amongst and a handful of other tasks. This technology has the potential to be upgraded to have unlimited capabilities. The chatbot uses machine learning to improve its responses and is capable of learning from its interactions with users, which could be a powerful tool for the organisation. 
[bookmark: _Int_xWJByghF][bookmark: _Int_ounwaz7V][bookmark: _Int_id30Sstt][bookmark: _Int_CG53DlnR][bookmark: _Int_81lTYre9]Nawaz & Gomes (2019), in their paper titled ‘Artificial Intelligence Chatbots are New Recruiters’, considered the potential impact of chatbots on the recruitment process and in assisting with recruitment strategy. Further research into the potential for chatbots to assist with transforming and assisting in the recruitment, highlighted how they can assist with applicant experience, effective communication between applicant and recruiter, Q&A, screening applications, to schedule ongoing discussions and on-boarding for the successful applicant to facilitate a smooth transition into the new organization (Nawaz, 2019).
In terms of ‘big data,’ HR uses this to improve the council’s performance and recruitment, using In-Phase which pulls in data from internal and external sources including Experian Mosaic and the Office for National Statistics (ONS). In-Phase is the branded product assigned to the system that takes data feeds from various sources and creates dashboards and reports. In-Phase uses the data collected to compare and analyse the council’s data with population demographics and trends to inform workforce planning, employee retention, talent forecasting, recruitment – particularly for hard to recruit posts, diversity, and inclusion. However, once the data is analysed, manual processes are then adopted for tasks such as targeted recruitment, which is limiting in terms of the potential reach and positive outcomes. Given the cost implications of recruitment failures, organisations are acutely aware of the importance of successful recruitment (Armstrong and Taylor, 2017).
There is acknowledgement of the potential applications of big data in Newport, particularly in terms of recruitment as it can be used to help the council target and reach out to specific groups such as ethnically diverse candidates, or people who match the profile of the roles they are recruiting, for interacting with applicants, and the screening process. 
[bookmark: _Int_vJQX7PcL][bookmark: _Int_iSR0pGAE][bookmark: _Int_h4DYwaEy]Facebook and LinkedIn use artificial intelligence algorithms to show relevant content and adverts to their users, and similar functionality or techniques could be adopted to attract and retain talent within the organisation. In the current digital era, organisations have to improve the technology adopted for recruitment, as the pool of experienced candidates are increasingly engaged with technology and the mobile environment. Newport could lift its ‘brand’ as a forward thinking and desirable place to work through new technology, helping it to attract the best candidates. (Nawaz & Gomes, 2019)
[bookmark: _Int_HF8aTgwY]Ore and Sposato (2021), also note ‘the recruitment and selection of new employees with the requisite knowledge and capabilities to facilitate the achievement of business objectives are critical’, adding gravitas to the business case for development in this area. Even more so, when dealing with local authority pay and grading schemes which are generally lower than market rates for professional roles within areas such as finance and legal and regularly appear in the ‘difficult to recruit to’ category. 
Considering the potential benefits of introducing advanced technology in recruitment and selection, we explored this further through a SWOT analysis of using AI in recruitment and selection. 

3. SWOT Analysis of Using AI in Recruitment and Selection
[bookmark: _Int_f3ivvS4Q][bookmark: _Int_M99eD0k8]AI can be applied to a range of aspects of human resource management, particularly within recruitment and selection. Recruitment and selection involve the processes of attracting, screening, and hiring candidates for a job. Therefore, AI can help automate and improve these processes by saving time and money, improving quality and diversity, and enhancing a candidate’s experience. However, AI can pose a challenge and risks in areas such as ethical, legal, and social implications as well as technical limitations, and employees’ ability to understand and use it effectively. Below is a SWOT analysis of using AI in relation to recruitment and selection by identifying the strengths, weaknesses, opportunities, and threats of this form of technology.
3.1 Strengths
[bookmark: _Int_JSaK4xhO]The main strengths of using AI in recruitment and selection are:
· [bookmark: _Int_d3KugUVy]Efficiency: AI could process large amounts of data faster and more accurately than humans and this reduces the time and cost of hiring a candidate. AI can also automate repetitive and mundane tasks, such as screening applications, scheduling interviews, and sending feedback which frees up human resources for strategic work. 
· Experience: AI could improve the candidate experience by providing faster and more consistent feedback, reducing the uncertainty and frustration of the hiring process. AI can also create a more interactive and personalised experience, such as using chatbots, gamification, and video interviews, to engage and communicate with candidates. 
· Quality: AI could improve the quality of hiring by using data-driven and objective criteria, this can reduce human bias and error. AI can also provide recommendations based on data analysis which could help recruiters and hiring managers to make informed decisions. AI can also improve the quality of candidates by reaching out to passive and diverse talent pools, and by providing personalised interactions.
· [bookmark: _Int_W2GmxknS][bookmark: _Int_CmzOdXbo]Diversity: AI could promote diversity and inclusion in the workforce by eliminating or minimising human biases such as gender, race, age, and appearance, that may could impact decisions about who to hire. AI is also able to use Big Data and algorithms to identify and attract diverse candidates, and to design fair and inclusive assessments and interview processes.
  
3.2 Weaknesses
[bookmark: _Int_POv4AVUh]The main weaknesses of using AI in recruitment and selection are:
· [bookmark: _Int_iWSXyFCX]Ethics: AI may raise ethical concerns, such as privacy and accountability. This may impact the trust and reputation of the organisation. For example, AI may collect and use sensitive and personal data of candidates, such as biometric, behavioural, and social media data, without their consent or knowledge. AI could also introduce biases and discrimination, due to flawed or incomplete data, algorithms, or human oversight. 
· Legal: AI could pose legal challenges in areas such as compliance and regulation. These could leave the organisation at risk of potential lawsuits. For example, AI could conflict with existing laws and regulations, such as the General Data Protection Regulation (GDPR) or the Equalities Act (EA), that protect the rights and interests of candidates and employees. AI may also create uncertainty about the legal status and responsibility of AI systems and their users, such as who owns the data, who controls the algorithms, and who is liable. 
· Social: AI could have social implications, such as psychological or cultural risks that may affect the attitudes and behaviours of candidates and employees. For example, AI could cause psychological stress and anxiety, due the fear of being replaced, or the uncertainty of the results. AI may also clash with the organisational culture and values, such as the rate of innovation, collaboration, which may influence the adoption of AI in the organisation. 
· Technical: AI could face technical limitations, such as data quality, algorithm complexity, and system integration, that may affect the performance and reliability of AI. For example, AI may depend on the availability and accuracy of data, which may be scarce or outdated. AI may also use complex and sophisticated algorithms, which may be difficult to design, test, and update. AI may also require integration and compatibility with existing systems and platforms, which may be challenging and costly for the organisation.
3.3 Opportunities
[bookmark: _Int_1sllJJNf]The main opportunities of using AI in recruitment and selection are:
· [bookmark: _Int_Uc3BavEO]Innovation: AI could enable innovation and differentiation, by creating new and improved ways of hiring, such as using predictive analytics, natural language processing to assess and match candidates. AI can also help the organisation to attract and retain talent, by offering a competitive edge and a positive employer brand. 
· [bookmark: _Int_EWD10i7C][bookmark: _Int_IdaTntKn]Learning: AI could facilitate learning and development, by providing feedback and guidance for candidates and employees. This will help improve their skills and competencies. AI can also help the organisation to identify and address the gaps and needs of the workforce, by analysing the current and future trends and demands of the market.
· [bookmark: _Int_susMwvLd][bookmark: _Int_GNOTlsCN]Collaboration: AI could enhance collaboration and communication, by creating a more connected and seamless experience for users, both internally and externally, for the recruitment and selection process. AI can also help the organisation to build and maintain relationships and networks, with candidates, employees, partners, and customers, through the use of chatbots, social media, and online platforms.
· Transformation: AI could drive transformation and change in an organisation, by enabling it to adapt and progress, in response to the dynamic environment. AI can also help the organisation to achieve its strategic goals and vision, by aligning the recruitment and selection process with the organisational culture and values. 

3.4 Threats
[bookmark: _Int_YsbQgljC]The main threats of using AI in recruitment and selection are:
· [bookmark: _Int_onRZhMJy]Competition: AI may increase the competition from within the organisation and outside the organisation around adopting the use of AI effectively and efficiently. AI also has the potential to create a gap between the organizations that have access and resources to use AI in comparison to those that do not. 
· [bookmark: _Int_M4DF9sVI]Resistance: AI may cause resistance and opposition from candidates and employees in trusting AI, due to not understanding its purpose and function. AI may also encounter barriers, from the organisational structure, culture, and leadership around its implementation and integration, due to the lack of support or readiness for it within the organisation.
· Disruption: AI could cause disruption and instability in the short and long term, to the recruitment and selection process, due to the rapid developments of AI. AI may also create uncertainty for the organisation and the candidates, about the expectations, roles, and responsibilities of AI and humans, in the recruitment and selection process. 
· Security: AI could pose security and safety risks, in relation to the data and the systems and to the recruitment and selection process. This is due to the potential of hacking, misuse, or malfunction of AI. AI may also expose the organisation and the candidates to cyberattacks, fraud, or theft, due to the vulnerability of AI.
 
4. Conclusion
[bookmark: _Int_t4AYVMAg][bookmark: _Int_xwwCeEJE][bookmark: _Int_pBFV5x1c]AI is a technology that has the capacity to transform and improve the recruitment and selection process, by providing efficiency, quality, diversity, and experience. However, AI also brings challenges and risks, such as ethics, legal, social, and technical issues, that will continue to need oversight and reviewing. Furthermore, AI also provides opportunities such as innovation, learning, collaboration, transformation, competition. And for threats, there will be the potential for resistance, disruption, and security concerns, that need to be explored and anticipated. Therefore, any organisations HR recruitment and selection process will need to consider and hold a considered strategic approach to this new technology, to balance the benefits and minimize the risks of using AI in recruitment and selection, and to ensure that AI is aligned with the organisational goals and values, whereby employees are together with AI in collaboration with it. 
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