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1. Introduction 

The rapid development of Information Technology (IT), globalisation and social trends have led to the growing need for organisations to adapt, redefine and reorganise to modern standards. This dissertation presents the position of recruitment and selection, one of the aspects of human resource management, in terms of the inclusion of IT solutions.
On this note, David Meliken (2021) found global competition for talent in the UK has intensified due to BREXIT, which has led to a shortage of EU workers. In his contribution to the discourse, Milliken (2021) claims that more than 41% of companies in the UK are struggling to find the right and suitable talent in the lean talent pool. Companies invest in data mining, keyword matching, and pattern matching to hire talent from the industry, all of which are instrumental HR activities.
The dissertation aimed to critically evaluate the use of IT in recruitment and selection, using Unilever PLC as a case study. Human resources provide organisations with an asset that competitors cannot imitate, as most organisations focus on strategic recruitment and selection (Kadiresan et al., 2015). However, traditional recruitment processes are characterised by allegations of bias and are time-consuming (Djalic et al., 2021). IT provides solutions to these problems. Machine learning algorithms provide a faster and more honest approach that matches candidate profiles with the organisation's needs. This study offered an unbiased review of the literature, reflecting the views of various authors on the acceptance of IT in selection. In addition, the study attempted to examine the extent to which the use of IT in HR is enabling recruiters to solve problems, such as optimising the recruitment process and saving time-consuming tasks such as finding and verifying candidates.
Unilever PLC is a British multinational consumer goods organisation based in London, England, founded in 1929. The company is organised into three main divisions: Home Care, Food and Refreshments, and Beauty & Personal Care (Unilever, 2021). According to Forbes (2018), Unilever is at the forefront of deploying IT in recruiting and training its vast workforce. Due to its extensive product range and many management and coordination processes, the company uses IT as a vital tool in recruiting and training process. With its global footprint, the company relies significantly on its HR for competitive advantage. However, the company has faced high employee turnover rates, raising an eyebrow at its recruitment and selection process. The high turnover is attributed to a mismatch between employee qualifications/characteristics and organisational culture. The facts listed above made Unilever PLC an appropriate organisation for this study.

1.1 Rationale for the research and research gap.
1.1.1 Objectives of the research:
•	Identify the reasons behind high employee turnover at Unilever PLC
•	Identify how IT can help lower the rates of employee turnover by matching employee    qualifications to organisational culture
•	Determine the risks of using IT in recruitment and selection processes
1.1.2 Research questions
•	What is the reason behind high employee turnover at the organisation?
•	How does IT help match employee qualifications to organisational culture in your organisation?
•	Does this approach lead to reduced employee turnover at the organisation?
•	What are the risks of incorporating IT in recruitment and selection within the organisation?
1.1.3 Justification of the research 
This research aims to investigate the influence of IT on the recruitment and selection process in organisations, with a focus on Unilever PLC. While strategic recruitment and selection have been studied and identified in previous research, there is a lack of knowledge about how strategic recruitment and selection influencing by technology. The broad topic of implementing technology into organisational practices has received attention. Still, investigating how technology integrates into specific managerial functions and departments, such as the HR department, has received minimal attention.
Based on a review of previous research, this study aimed to provide further insight into how IT has affected human resource functions by focusing on recruitment and selection. There may be discrepancies by analysing empirical points of view and challenging existing theoretical assumptions. For example, the deduction from organisational assimilation theory is that employees can be hired into an organisation and assimilated into its culture, even though they do not have information about its culture (Suleiman and Wickramasinghe, 2018) may not be necessarily valid. The study also seeks to facilitate a deeper understanding of the extent to which IT has an impact on the recruitment and selection process. Insights from this can help human resources professionals and policymakers formulate flexible and effective strategies for integrating IT into the functions of human resources departments.

1.2 Road map
Chapter 2 reviews the available literature on the impact of IT on recruitment practices. It discusses the concept of strategic recruitment practices, the impact of IT on recruitment practices and the risk associated with the application of IT in recruitment and selection practices. Then Chapter 3 discusses different research methods. The focus on the choice of research methodology remains most appropriate for this study. The detailed analysis refers to the optimal philosophy, approach and strategic capabilities so that the collected primary and secondary data provide an opportunity for in-depth analysis. Chapter 4 presents the survey's main findings based on the responses of the fifty respondents selected by Unilever PLC on the impact of IT on human resources activities in recruitment and recruitment. The statistical tables and charts present the data supporting further analysis of these data through a discussion presented in Chapter 5 to obtain valid conclusions and recommendations on the dissertation.

2. Literature Review 
2.1 The current trends in recruitment and selection 
Recruitment and selection are an essential part of an organisation's overall resourcing strategy, which identifies and secures people needed to succeed and survive in short to long term (Gilch and Sieweke, 2021). Most organisations' primary recruitment purpose is to create a pool of suitably qualified candidates to select the best candidates by attracting more employees to apply to the organisation. In contrast, the primary purpose of the selection process is to choose the right candidate to fill the various positions within an organisation (Kadiresan et al., 2015). With specific reference to organisational recruitment and selection criteria and performance, Kadiresan et al. (2015) maintained that most organisations consider conducting their recruitment and selection by sourcing through advertising, candidate screening through interviews and tests, and selecting based on the outcomes of the interviews or tests. Moreover, most human resource managers have adopted various onboarding strategies to ensure that candidates effectively fulfilled their responsibilities.
In all, human resource managers today have a variety of recruitment approaches at their disposal – employee referrals, advertising, campus recruitment, the use of recruitment consultants/agencies, the use of job portals/sites, the use of social media, and the use of websites, among others. Some HRMs may decide to use a combination of two or more of these recruitment approaches as part of their recruitment process or to deliver their overall recruitment strategy (Connelly et al.,2021). However, the decision on which recruitment channel to be used depends on the job position, the company's employer brand, the resources the company has on its recruiting team, and the specific organisational culture within the company. Toyota, for instance, seeks to recruit individuals who are flexible and can work in a group, who can be able to learn and have ideas for improvement fitting into the organisation's culture. For this reason, the company adopts a more referral approach to its recruitment. Every recruitment channel presents different limitations and benefits and works better for specific situations and companies. Therefore, most human resource managers today attempt to collect real-time recruitment metrics on these recruitment channels to determine what works best for the organisation in different cases (Chen M and Wang J, 2021). Once the organisation has its recruitment metrics solution selected, it can effectively acquire employees who best fit its job description.
Traditional recruitment and selection criteria pose various challenges to organisations (Stone and Deadrick, 2015). These challenges may be based on impartiality, cost, time and scope. Furthermore, as conventional recruitment practices are heavily reliant on human opinion, it creates the risk of making unconsciously biased hiring decisions influenced by factors that are not relevant to the job role. Most universal experts question these traditional methods' universal acceptance and reliability for this shortcoming. For this reason, new recruitment trends are emerging to help human resource managers navigate the weaknesses associated with these shortcomings. IT can evaluate the applicants unbiased through its machine learning tools since it has no emotions. Moreover, the matching of needed skills and individual qualifications is conducted faster by these applications, making the process faster and less expensive. Also, since IT tools have no emotions, bias in recruitment and selection related to nepotism and tribalism are eliminated from the recruitment process.
Problems faced by HR Department
Inability to attract talented people. The modern labour market is more competitive for organisations in 2022 than ten years ago. This creates the need for employers to be efficient and more intelligent with modernised recruiting strategies to obtain talented teams in the market compared to other organisations. For instance, Unilever PLC is focusing all efforts on the strong brand image as a tool for attracting talented people based on its visions, goals and business objectives 15 (Unilever PLC, 2021). 
Employee retention issues are evident in the modern workplace. According to Connelly et al. (2021), over 75% of modern organisations lose employees to competitors. Whether it involves individual resignation or termination by the employer, big organisations like Unilever PLC spend over £4,000 to hire and recruit inexperienced staff. This affects the HR department as staff morale lowers mainly when the talented workforce is lost, and existing team members even consider seeking employment outside the organisation.
Issues with managing employee relationships. Promoting equality at the workplace is vital in ensuring HR supports productivity and job satisfaction. Most HR departments face challenges in communication, thus being unable to encourage employee relationships at the workplace. For Unilever Plc, the HR team focuses on feedback from employees that aligns with the vision and mission of the business to attain set goals. 
Issues with promoting workplace diversity. The modern HR departments face problems with variety in the workplace as there are changes in employment expectations and evolvement of the contemporary workplace (Stone et al., 2015). Since there are positive impacts of having a diverse workforce in the workplace, the HR team needs to focus on practical ways of promoting employee engagement and teamwork to ensure aspects of diversity are professionally managed.
2.2 Emerging trends in recruitment and selection	
Human resource managers are adopting new recruitment and selection strategies to help manoeuvre through the weaknesses of the traditional recruitment procedures. According to Connelly et al. (2021), technology is at the centre of this transformation, with HRM incorporating technology in every recruitment process. IT-powered software is quickly gaining ground within organisations, and HRM gives machines the type of candidates they require and leaves them to select candidates within a pool of prospects (Connelly et al., 2021). This new development probably means an end to traditional job boards where job vacancies used to be posted in the past: by IT, previous job applications to an organisation are always saved in its talent banks such that when a vacancy arises, the IT tools can analyse available applications in the organisation's talent banks, matching them to the mentioned qualifications and recommending qualified candidates to the recruitment department. The new software can check the personality profile of all potential candidates, comparing this to the organisation's personality (Walford-Wright, Scott-Jackson, 2021).
Moreover, organisations recognise that inherent human weaknesses amplify the weaknesses within traditional recruitment processes. For this reason, most organisations are striving to combine machine and human capabilities with improving the quality of selection and recruitment. Hire Vue is the best-known IT-powered hiring platform deployed by many companies, including Vodafone PWC, Unilever, Oracle, and PWC (Hire Vue, online). Unilever, for instance, has deployed the platform to assess employees and conduct employee assessments. The company has achieved a £1M annual cost-saving, a 90% reduction in hiring time, and a 16% increase in hiring diversity (Mihalcea A, 2017). Thus, most organisations see the combination of machines and humans as the solution to achieving competitive recruitment and selection. Still, the lockdown and the realities of the pandemic have triggered them to produce an end-to-end online recruitment process for the first time. These companies embrace and note the time savings and costs of this change. Therefore, in the same way, that a hybrid workforce of onsite and remote employees has become the standard, a hybrid hiring process that combines virtual and in-person elements is becoming the new norm for most HRMs (Prathyusha, 2019).
The challenges with these recent changes for companies are twofold. First, organisations need to improve their online processes. As technology gains popularity, it is necessary to continue looking for ways to add a human touch back to systems (Stone et al., 2015). Second, organisations should decide when to use virtual tools and unique techniques and how to optimise candidates' experience and value confidentiality, taking advantage of the efficiency and speed of technology (Connelly et al., 2021).
With technology such as IT, recruiters can process more applicants and deliver a more cost-effective and higher quality service to employers and job seekers alike. IT is being acknowledged as a meaningful change for HR with suggestions that it could negatively affect HR processes. Through the simulation of human intelligence by machines, the recruitment process has experienced a shift that has opened the ability of universal e-recruitment strategies to increase applications for global roles. The concept of Information Technology has always been present for decades. It is only recently becoming a reality, with technologies surrounding IT reaching the phase of high-speed development and affecting numerous sectors with the ability to replace and support several cognitive and manual focused roles potentially.
2.3 Conclusion
The process of employee recruitment and selection is a critical aspect that ensures a quality workforce is obtained that can support business goals and productivity. There are various issues and challenges that the HR department faces while undertaking the recruitment and selection process, such as the inability to attract talented people, problems with diverse, talented teams and managing positive employee relationships. Various trends in the recruitment and selection process should be assessed to determine areas for improvement.

3. Research Methodology
[bookmark: _Hlk102038018]According to the Research Onion Diagram Model (Saunders, M.N.K., 2019), this section presents different research methods.
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3.1 Research philosophy 
The research philosophy relates to principles relating to the position or worldview in which the research is conducted (Marler, Parry, 2016). Philosophical works used in academic research are often divided into interpretivism and positivism. Positivism assumes that knowledge is independent of the subject investigated. In contrast, interpretivism claims that individual observers have their understanding and perception of reality. Interpretive research philosophy is appropriate for this study, as there is a relationship between the subject investigated and the knowledge available. The philosophy of studying positivism is not applicable, as the approach presupposes independence between public knowledge and the subject of research.
3.2 Research design 
Research design is the framework of research techniques chosen by the researcher. The selected design allows appropriate research methods to set up the studies successfully. The study adopted an experimental design that helped provide a deeper understanding of the nature of the research problem because the interaction between IT and HR functions is an emerging area, and there is still minimal research on this issue. 

3.3 Research approach 
A researcher can select two research approaches: the inductive research approach and the deductive research approach. The reasoned research approach explores a known phenomenon or theory and evaluates the theory's validity under given circumstances. This approach mostly follows the path of logic and leads to a new hypothesis (Anwar G, Abdullah NN, 2021). On the other hand, the inductive approach begins from a specific measure and observation and then moves to detect patterns and themes in the data. This study took a deductive approach to explain the causal relationship between IT and recruitment. In addition, this approach allows summarising the study results to some extent.
3.4 Research strategy and Data collection 
This study used qualitative and quantitative research strategies to help overcome any limitations from utilising one research strategy (Stone et al., 2015). Primary data collected through questionnaires and interviews help determine the reasons for the high staff turnover and how Unilever PLC used IT to reverse these trends. Secondary data providing various theoretical aspects of strategic recruitment practices, on the other hand, provided insight into the risks associated with the use of IT in recruitment and selection. Thus, collecting primary and secondary data meet the study's objectives. 
Due to the limitations of covid-19, the prepared questionnaires are administered online through a link to the Google.com forum. The validity and reliability of the research instrument are evaluated using a pilot study conducted before the main study. Questions about the pilot study research tool are addressed to ensure that quality and objectivity are maintained throughout the study. The study could not include interviews to collect primary data due to the limitations of Covid-19. 
3.5 Data analysis, Sampling method 
Fifty participants from the functional departments of the organisation, including HR and IT departments, were randomly selected to participate in the study. Each subgroup member had the same opportunity to be chosen as part of the sampling process. In addition, this sampling approach helped to avoid any unintentional biases reflected in the data collected.
Descriptive statistical analysis of quantitative data measured significant trends and the average value of data collected from fifty respondents in its IT and HR departments. This allowed conclusions to be drawn for each data variability. The completed questionnaires were subjected to analysis and coding to ensure the accuracy of the information using the statistical package for social science software (SPSS), MS Excel and MS word tables. The data was presented through distribution tables, standard deviations, averages, and percentages, offering a more explicit measure of significant trends and determining the interaction between survey variables. Qualitative data were analysed using thematic analysis and a written approach to quantify content in logical and repeatable pre-arranged categories (Marler and Parry, 2016).
3.6 Ethical consideration 
Before distributing the research instruments to the participants, the researcher sought voluntary participation. The participants were also given the leeway to withdraw their participation if they felt uncomfortable. A participant information sheet was included in the questionnaire to enlighten the participants about their rights. The form emphasises that the study is for academic reasons only (Appendices 9.3, 9.4, 9.5). The research tools were provided online through a Google Forms link to eliminate the possibility of participants being at risk of contracting the virus. 
3.7 Research limitations 
The Covid-19 pandemic presents the study's most significant hurdle as the rules prevent physical interactions and movement restrictions. However, this was overcome using online questionnaires, preventing physical interactions between the researcher and the participants. The probability of participants providing false information, primarily through online channels, would significantly threaten the study. The limitation was overcome by providing the participants with an agreement form to provide accurate information. Also, since the study was based on a case study approach – focusing on Unilever PLC- the information obtained could not be generalised to the overall business environment or across different sectors.
4. Research Findings
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Table 1 above presents the genders of the sample population in Unilever PLC, and the bar graph below shows the primary data presented in Table 1 above. It can be noted that most of the respondents are male, 56%, then the remaining individuals are female 44%. This indicates that Unilever is hiring all genders during selection activities. This is supported by the fact that the Unilever Plc operating sector is highly dominated by male counterparts, thus having more males than females. Unilever Plc has put some strategies to ensure gender balance despite this male dominance.
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Table 2 above indicates the duration in which the respondents have worked in Unilever PLC. The line graph below presents the data displayed in Table 2 above.
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Most of the workforce has worked in the company within 6 to 10 years 48% followed by 1 to 5 years 42% then the minor group have worked in over ten years 10%. Most people have worked in the organisation for less than ten years, thus indicating people hired recently. These aspects of the work period in Unilever Plc follow the entire sector and other sectors where most employees collaborate with employers for a shorter duration before moving to new employers while seeking better working conditions. However, other organisations have created a positive working environment to support employees, thus experiencing high retention rates. 
Table 3: Identifying factors considered during recruitment in Unilever PLC. 
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The pie chart below indicates the primary data shown in Table 3.

From Table 3 above, the responses from the selected sample population indicate several factors considered during employee recruitment. The previous qualification of the applicant is highly considered during recruitment in Unilever PLC, as indicated by 68% of the total respondents. Twenty-six per cent of the total respondents identified that the applicant's ability to learn and develop is the main factor considered during recruitment. The least number of respondents, represented by 6% of total respondents, identified the applicant's knowledge of technology as a critical component for recruiting people. This indicates that much consideration is put on the previous qualification and experience since the organisation emphasise employees who follow its organisational culture based on the acquired skills and knowledge. This is a critical aspect that other employers focus on during recruitment to select the right workforce to manage changing issues in the workplace.


Table 4: Determining the extent to which IT is adopted in the selection and recruitment process in Unilever PLC.
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In the pie chart below, the primary data presented in Table 4 above is shown by the pie chart below for analysis of trends observed.
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From Table 4 above, the ratings from less effective to highly effective indicate the level at which IT is used in the selection and recruitment process in Unilever PLC. It can be noted that technology is highly adopted in Unilever Plc in the recruitment process because of being faster in undertaking such activities, as indicated by 84%, followed by 14% and 2%, whose responses were highly rated as per the above Table. None of the respondents had ratings of 1 to 7, which were less effective. It can be concluded that the use of IT in the recruitment process is highly effective, thus ensuring the company acquires an extraordinarily talented and knowledgeable workforce required to meet business goals.
Table 5: Determining the effectiveness of modern technologies in the whole HR processes in Unilever PLC. 
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The pie chart below shows the primary data presented in Table 5 above.

Table 5 above indicates how modern technology used in selection and recruitment is effective in whole activities involved in HR. All respondents at 96% argued that this process was highly influential in supporting HR activities. The remaining 4% of the total respondents felt that it effectively helped HR activities in the company. This indicated that modern technology positively impacts HR activities, thus supporting the HRM team in meeting business objectives. This is highly effective, as reported by various HR Managers in the UK. The whole aspect of recruitment is five times more effective in modern society than how it used to be in the last decade.
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From Table 6 above, respondents gave their feedback concerning whether the adoption of technical recruitment can lead to job losses for recruitment professionals in Unilever PLC. It is evident that none of the recruitment professionals could lose their jobs due to the use of IT in the selection and recruitment process, as indicated by all 100% of respondents involved in the study. This clearly shows suitable measures put in place to support the use of IT with the existing procedures to manage the process of selection and recruitment. Further, technical recruitment has influenced other organisations in the sector as employees consider switching their jobs to companies that support new technological aspects in recruitment.
5. Discussion
The discussion covers several themes formed based on the research.
Employee profile: Unilever PLC promotes equality in the selection and recruitment of its workforce, as the ratio of men to women is the same. In support of this company's behaviour, Kadiresan et al. (2015) identified that modern business successfully focuses on recruiting and selecting a group of talented people, regardless of their gender, age, nationality, and personal background. Cheng and Wang (2021) further reinforce this view. They found that most global companies, such as Unilever PLC, support different people as a strategic activity to promote their brand. Therefore, they focus on collecting real-time recruitment metrics on online channels to determine what works best for the organisation in different cases (Chen and Wang, 2021). Although the sector is male-dominated and tries to keep up with industry trends, businesses are implementing specific measures in the workplace to support equality in recruitment and ensure that employees have equal opportunities to work at Unilever. With the profile of employees, identifying individual skills and knowledge, instead of using discriminatory aspects such as age and gender in recruitment, is crucial to providing a qualified workforce that promotes desired productivity.
Employee retention in the workplace: For Unilever PLC's existing workforce, most have worked for the company for less than ten years. The study shows the group of people selected and hired using modern recruitment approaches rather than traditional methods. Here we must agree with Stone and Deadrick (2015). They argue that the high turnover of people who have worked for more than ten years shows weaknesses and challenges related to formal recruitment and selection procedures, such as dependence on human opinion and emotions and the discrepancy between individual qualifications and advertised jobs. This makes most people consider leaving the company, as they fail to respond to the organisational culture and ensure the desired quality of the products dictated by the company to promote a positive business image. But with the use of IT recruitment and selection methods, most challenges are solved and desired, and the organisation chooses the right workforce, which can give high expectations to the organisation and maintain high retention levels. This is because machine learning tools can evaluate unbiased as they lack emotions and eliminate any aspect of tribalism and nepotism, thus guaranteeing the right workforce (Connelly et al., 2021). Also, with a positive work environment, such as using IT tools to improve workplace efficiency, a high retention rate is encouraged as employees are willing to work in an environment that supports their needs. Agreeing with Stone and Deadrick (2015), we can note that Unilever PLC's ability to retain employees for more extended periods has a positive impact on productivity and improves the quality of products offered to customers.
Aspects considered during recruitment: Survey data show that Unilever Plc employs most people based on previous experience. As Unilever PLC is a global company that emphasises its organisational culture, principles and activities to achieve its goals, it focuses on the candidate's previous experience and qualifications to select the right workforce. This is achieved because the human resources management team has provided details on the nature of the staff they need and their specifications. Thus allowing the company to choose based on their previous qualifications and experience, as technology is the centre of the modern recruitment process, as Connelly et al. (2021) claimed. When the opportunity arises, the IT tools can analyse the available applications in the organisation's talent banks, compare them with the mentioned qualifications, and recommend qualified candidates to the recruitment department. The new software can verify the personal profile of all potential candidates by comparing it to the organisation's personality (Walford-Wright, Scott-Jackson, 2021). Also, this confirmation is given by survey participants who pointed out that Unilever PLC has created a talent bank focusing on individual learning and development ability. The aspect of the candidate's ability to learn and grow is encouraged because Unilever PLC promotes a combination of machine and human skills by improving the quality of selection and recruitment with the help of Hire Vue (Unilever PLC, 2021).
The interface between human aspects of HR and IT tools: IT in Unilever PLC is widespread for managing the selection and recruitment, as evidenced by the company's ability to acquire highly talented, diverse and knowledgeable people who can positively impact business activities. By using IT tools during recruitment, the management team gets a highly qualified team that can affect the organisation's performance. Also, the company manages new recruitment trends, thus meeting the necessary skills and individual qualifications, which is currently done faster than these applications while making the process more quickly at a reduced cost. Recruitment and selection biases, according to Walford-Wright, and Scott-Jackson, (2021), associated with nepotism and tribalism are eliminated from the recruitment process, thus promoting the effectiveness of this activity. I agree with their statement and note that this is applicable in modern human resource management activities, as technology is faster and more efficient in selecting the right workforce.
Effectiveness of modern technologies: Most survey participants indicated that Unilever Plc has a high adoption rate of state-of-the-art technology to support faster recruitment decisions. This promotes the success of Unilever Plc's human resource management activities in managing various team members. The achievement of business goals can be traced to state-of-the-art recruitment and recruitment technologies. Such modern technology is very effective in managing the operations of Unilever PLC. For example, a company may use this online platform to evaluate employees and perform their evaluations to identify areas that need further improvement. In 2020, this approach will allow the company to achieve £ 1 million in annual cost savings, a 90% reduction in rental time and a 16% increase in rental diversity, according to Mihalcea A (2017). The organisation achieves competitive selection and recruitment to ensure that the appropriate workforce is selected from competitive labour markets. In addition, the impact of Covid-19 has been well managed through online recruitment due to physical distance policies, which allows the company to save time and money on physical interviews. Here I naturally agree with Connelly et al. (2021) statement. They argue that the team of both management and employees has a crucial role in ensuring that aspects of modern technology are effectively managed to improve the workplace, effectively engaging all team members and ensuring the selection of the right workforce without any form of discrimination.
IT recruitment and job loss: Feedback from all respondents indicated that accepting technical recruitment could not lead to job losses for recruitment professionals at Unilever PLC. It should be noted that despite the likelihood that recruitment specialists in many organisations will lose their jobs due to the use of IT in recruitment and selection, such employees at Unilever PLC cannot lose their jobs. Although people have weaknesses, combining them with machines improves the quality of selection and recruitment with the help of HireVue. Such a combination is seen as a solution to competitive recruitment and selection. The combination of virtual and personal elements in HRM, according to Prathyusha B. (2019). In addition, because digital technologies influence the modern workplace, IT is crucial to ensure employee productivity, not job loss. With the inclusion of Unilever PLC, most employers support IT skills as it provides improved workplace efficiency.

6. Recommendations
There are different strategies and ways in which the company can follow to improve as recommended below.
 Even though Unilever PLC supports equality at the workplace during the recruitment process, management should emphasise recruitment at all levels to enhance HR practice regardless of individual gender, age, background and nationality but be based on personal capability and skills. Unilever PLC is promoting a retention rate to a certain extent. A high retention rate can be attained in the organisation for the next ten years when modern technology is used entirely to recruit staff and discourages human bias during hiring, such as favouritism, thus ensuring the right and competent workforce is selected. The current HRM practice in Unilever PLC allows the HRM team to focus on individual qualifications and experience and the ability to learn and develop one's capability. Further measures should be put in place to ensure the power of an individual to apply knowledge of technology during recruitment. 
The HRM in Unilever PLC needs to create a positive working environment where employees are motivated using monetary and non-monetary motivation to improve their productivity and attract new talented people based on the positive image of the business created. Also, individuals with suitable abilities and expertise should be selected to manage arising issues in the workplace without any discrimination. The management team needs to identify additional appropriate measures to improve the way IT is perceived to address recruitment and selection. The new method is different from the current practice of engaging in inequality in the workplace, using IT tools to eliminate any human biases that may arise during the recruitment process.
Unilever Plc can use several ways to implement various recommendations. The HR team should develop clear policies and procedures for promoting equality and an inclusive workplace. The management team should invest to ensure that modern recruitment and selection tools are attracted exceptionally talented and diverse team members regardless of where one is situated. The HR department should create a clear action plan for the HR team to ensure all proposed actions implementing to attain business goals. A new motivation system should be designed to provide that all employees are motivated based on individual performance. The proposed recommendations can only work if all departments implement a practical selection and recruitment process. More resources should be allocated towards ensuring HR activities are realised within set timelines.
7. Conclusion
Information technologies have a more significant impact on Human Resources Recruitment and Selection activities in Unilever Plc. This ranges from determining the nature of employees to be selected and recruited, affecting rates of retention rate, influencing a range of factors considered during hiring, determining the effectiveness of modern technology in recruitment and identifying the extent of IT adoption in recruiting staff. Unilever should further focus on promoting equality during selection and recruitment. Even so, the recommendation can also be helpful to other organisations in ensuring the effective use of IT in the recruitment process to meet business needs.
The main reason for the high employee retention rate at Unilever PLC is to promote equality in the workplace. The organisation is using modern recruitment approaches to select and recruit staff. The management creates a positive working environment to make employees willing to work in the organisation for a long time as they feel valued. IT lowers employee turnover rates by matching employee qualifications to organisational culture by promoting equality in selection and recruitment, and eliminating possible bias associated with human interventions. The principal risks of using IT in recruitment and selection processes include the possibility of losing jobs and increased cost of operation in maintaining it.







8. References
[bookmark: _Hlk89338605]
1. Anwar G, Abdullah NN, (2021), The impact of Human resource management practice on Organisational performance, International Journal of Engineering, Business and Management, ISSN: 2456-8678, Vol-5, Issue-1, Jan-Feb, 2021
Available at: https://aipublications.com/uploads/issue_files/4IJEBM-FEB202141.pdf  (Accessed: 21.11.2021)
2. Chen M and Wang J, (2021), The Influence of High-Involvement Human Resources Practices on Proactive Behavior, E3S Web of Conferences, Vol.251, p.01020
Available at: https://librarysearch.uwtsd.ac.uk/discovery/openurl?institution=44WHELF_UWTSD&vid=44WHELF_UWTSD:44WHELF_UWTSD_VU1&aulast=Chen&id=doi:10.1051%2Fe3sconf%2F202125101020&auinit=M&atitle=The%20Influence%20of%20High-Involvement%20Human%20Resources%20Practices%20on%20Proactive%20Behavior&sid=google (Accessed:29.11.2021)
3. Connelly et al., (2021), Working in the digitised economy: HRM theory & practice, Human Resource Management Review, Volume 31, Issue 1
Available at: https://www.sciencedirect.com/science/article/pii/S1053482220300358?casa_token=DTuOgdmlUS8AAAAA:U1M17jpLOxXsMSW5fkDfLCJoTbtaSYIK-CkcvkjK68NAw-thRaTM56s9DvW1TClIQVKiP2wpVOMf  (Accessed:29.11.2021)
4. Djalic N, Nikolic M, Bakator M, Erceg Z, (2021), Modeling the Influence of Information Systems on Sustainable Business Performance and Competitiveness, Sustainability, 2021, Vol.13(17), p.9619
Available at: 
https://librarysearch.uwtsd.ac.uk/discovery/openurl?institution=44WHELF_UWTSD&vid=44WHELF_UWTSD:44WHELF_UWTSD_VU1&volume=13&date=2021&aulast=Djalic&issue=17&issn=2071-1050&spage=9619&id=doi:10.3390%2Fsu13179619&auinit=N&title=Sustainability%20:&atitle=Modeling%20the%20Influence%20of%20Information%20Systems%20on%20Sustainable%20Business%20Performance%20and%20Competitiveness&sid=google  (Accessed: 17.02.2022)
5. Gilch, P.M. and Sieweke, J., (2021), 'Recruiting digital talent: The strategic role of recruitment 
in organisation's digital transformation', German Journal of Human Resource Management: Zeit,2021, Vol.35(1), p.53-82
Available at: https://librarysearch.uwtsd.ac.uk/discovery/openurl?institution=44WHELF_UWTSD&vid=44WHELF_UWTSD:44WHELF_UWTSD_VU1&volume=35&date=2021&aulast=Gilch&issue=1&issn=2397-0022&spage=53&id=doi:10.1177%2F2397002220952734&auinit=PM&title=German%20Journal%20of%20Human%20Resource%20Management&atitle=Recruiting%20digital%20talent:%20The%20strategic%20role%20of%20recruitment%20in%20organisations%E2%80%99%20digital%20transformation&sid=google   (Accessed: 19.11.2021)
6. Kadiresan V. et al., (2015), Performance Appraisal and Training and Development of Human Resource Management Practices (HRM) on Organizational Commitment and Turnover Intention, Asian Social Science, Vol. 11, No. 24
Available at: https://www.researchgate.net/profile/Vimala-Kadiresan/publication/282586487_Performance_Appraisal_and_Training_and_Development_of_Human_Resource_Management_Practices_HRM_on_Organizational_Commitment_and_Turnover_Intention/links/56132b2c08aea9fb51c28cb3/Performance-Appraisal-and-Training-and-Development-of-Human-Resource-Management-Practices-HRM-on-Organizational-Commitment-and-Turnover-Intention.pdf   (Accessed: 29.11.2021)
7. Marler JH, Parry E (2016), Human resource management, strategic involvement and e-HRM technology, Journal of Human Resource Management, Vol.27(19), p.2233-2253.
Available at: https://librarysearch.uwtsd.ac.uk/discovery/openurl?institution=44WHELF_UWTSD&vid=44WHELF_UWTSD:44WHELF_UWTSD_VU1&volume=27&date=2016&aulast=Marler&issue=19&issn=0958-5192&spage=2233&id=doi:10.1080%2F09585192.2015.1091980&auinit=JH&title=International%20human%20resource%20management%20:&atitle=Human%20resource%20management,%20strategic%20involvement%20and%20e-HRM%20technology&sid=google  (Accessed:30.11.2021)
8. Mihalcea A, (2017), Employer branding and talent management in the digital age., Management Dynamics in the Knowledge Economy, Vol.5(2), p.289.
        Available at: https://librarysearch.uwtsd.ac.uk/discovery/openurl?institution=44WHELF_UWTSD&vid=44WHELF_UWTSD:44WHELF_UWTSD_VU1&volume=5&date=2017&aulast=Mihalcea&issue=2&issn=2286-2668&spage=289&auinit=A&title=Management%20dynamics%20in%20the%20knowledge%20economy.&atitle=Employer%20branding%20and%20talent%20management%20in%20the%20digital%20age&sid=google (Accessed:30.11.2021)
9. Milliken David (2021), Over 40% of larger UK businesses struggling to recruit, Reuters [online] Available at: https://www.reuters.com/world/uk/over-40-uk-companies-face-recruitment-difficulties-ons-2021-09-16/ (Accessed: 17.02.2022)
10. [bookmark: _Hlk88688891][bookmark: _Hlk89305030]Prathyusha, B. (2019). Emerging trends in recruitment and selection in UK and India. International Journal of Management, IT and Engineering, 9(3), p. 42-47.
11. Saunders, M.N.K. (2019), 'Research methods for business students', Harlow: Pearson, 8th ed Available at: https://librarysearch.uwtsd.ac.uk/permalink/44WHELF_UWTSD/1pbrh66/alma99100313060202421 (Accessed: 15.11.2021)
12. Stone, D.L. et al., (2015), 'The Influence of technology on the future of human resource management, Human Resource Management Review, Volume 25, Issue 2, June 2015, Pages 216-231
 Available at: https://www.sciencedirect.com/science/article/pii/S1053482215000030?casa_token=kDHMilqhbsAAAAAA:rV40wrI3-L8heCo06zoh921WByUJrn8GoWqtExE_6_9icW20tR-t7es4uR5NWjMF1m99Vdkm  (Accessed: 19.11.2021)
13. Stone and Deadrick, (2015), Challenges and opportunities are affecting the future of human resource management, Human Resource Management Review, Volume 25, Issue 2, Pages 139-145. 
       Available at:  https://www.sciencedirect.com/science/article/pii/S1053482215000042?casa_token=VzOIHK- wR5MAAAAA:39oKLWdwZhaSpD57Z4QrNfEfFGbegKajJyF6_ckYGFD-aTR5mvr4Wv5o_vtgUnpXeTKsuk7UmS9k  (Accessed: 21.12.2021)
14. Sulaiman H, Wickramasinghe N, (2018), Healthcare Information Systems (HIS) Assimilation Theory, Theories to Inform Superior Health Informatics Research and Practice, Springer, pp 283-308.
15. Unilever PLC, (2021)
Available at: https://www.unilever.co.uk/our-company/ 
(Accessed: 18.02.2022)
16. Walford-Wright, Gavin; Scott-Jackson, William; (2021), Talent Rising; people analytics and technology driving talent acquisition strategy, Strategic HR Review, Vol.17(5), p.226-233
Available at: https://librarysearch.uwtsd.ac.uk/discovery/openurl?institution=44WHELF_UWTSD&vid=44WHELF_UWTSD:44WHELF_UWTSD_VU1&aulast=Walford-Wright&id=doi:10.1108%2FSHR-08-2018-0071&auinit=G&atitle=Talent%20Rising;%20people%20analytics%20and%20technology%20driving%20talent%20acquisition%20strategy&sid=google   (Accessed: 20.11.2021)













9. Appendices
9.1 Timelines- Gantt Chart
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9.2 Sample questionnaire
Demographic information.
1. Kindly tick your gender against the list provided below.
Female: |_|
Male: |_|
2. How many years have you worked at Unilever PLC?
1-5 years: |_|
6-10 years: |_|
Above ten years: |_|
3. What do you consider during recruitment (tick where appropriate)?
	Factor
	(tick)

	Previous qualification/experience
	

	Applicant's ability to learn and develop
	

	Applicant's knowledge of technology
	



4. How has your organisation adopted IT in its recruitment and selection processes? (Rank on a scale of 1 to 10, with one being less effective and ten highly effective).
	1
	2
	3
	4
	5
	6
	7
	8
	9
	10

	
	
	
	
	
	
	
	
	
	



5. On a scale of one to ten, how effective are modern technologies in the whole HR process (with one being less effective and ten being highly effective)?
	1
	2
	3
	4
	5
	6
	7
	8
	9
	10

	
	
	
	
	
	
	
	
	
	



6. Will adopting these recruitment technologies lead to job losses for recruitment professionals?
Yes: |_|
No: |_|
If yes, how?
.......................................................................................................................................
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9.4 Participation Consent Form
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9.5 Participant Information Sheet
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Factors considered during Recruitment


Previous qualification/experience	Applicant's ability to learn and develop	Applicants knowledge of technology	0.68	0.26	0.06	

Ratings effectiveness of Modern Technologies in the whole HR processes in Unilever PLC 


1	2	3	4	5	6	7	8	9	10	
0	0	0	0	0	0	0	0	0.04	0.96	
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Table 1: Determining the gender of employees in Unilever PLC

Gender of employees in Unilever PLC. Frequency Percentage
Male 28 36%
Female 22 44%

Total 30 100%
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                       Table 1 : Determining the gender of employees in Unilever PLC
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Table 2 Indicating the duration at which individual employees have worked in Unilever

PLC.

Number of years that employees have worked in | Frequency Percentage
Unilever PLC

1-5 years 21 42%

6-10 years 24 48%

Above ten years d 10%

Total 50 100%





image7.svg
            Table 2 : Indicating the duration at which individual employees have worked in Unilever  PLC.   
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Factors considered during recruitment  Frequency  Percentage  

Previous qualification/experience  34  68%  

Applicant's ability to learn and develop  13  26%  

Applicants’ knowledge of technology  3  6%  

Total  50  100%  
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Rating on the extent of adoption of IT  in recruitment  Frequency  Percentage  
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Rating effectiveness of modern technologies in the  whole HR processes   Frequency  Percentage  
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Table 6 Determining whether adoption of technical recruitment
can lead to job losses for recruitment professionals in Unilever PLC.

Determining whether the adoption of | Frequency Percentage
technological recruitment can lead to job

losses for recruitment professionals in

Unilever PLC

Yes 0 0%

No 50 100%
Total 50 100%
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        Table 6 : Determining whether adoption of technical recruitment  can lead to job losses for recruitment professionals in Unilever PLC. 
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Time Prospects of the research (Gantt Chart)

Week Week Week Week Week Week Week Week Week Week
1 2 3 4 5) 6 7 8 9 10

Introduction (background, rationale of the study,

aim, research objectives, research questions)

Literature review ..
Research methodology .
Creating the questionnaire
Collection of data

Analysis of data

Discussion/ Data Interpretation

Condlusion and Recommendations

Discussion with Supervisor
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APPLICATION FOR ETHICAL APPROVAL

For research to benefit and minimise the risk of harm, it must be conducted ethically. The
University's insurance may not cover a researcher if ethical approval has not been obtained before
commencement.

The University follows the OECD Frascati manual definition of research activity: "creative work
undertaken on a systematic basis to increase the stock of knowledge, including knowledge of man, culture
and society, and the use of this stock of knowledge to devise new applications.” This covers activities
undertaken by members of staff, postgraduate research students, and both taught postgraduate and
undergraduate students working on dissertations/projects.

The individual undertaking the research activity is the "principal researcher.”

Ethical approval is not required for routine audits, performance reviews, quality assurance studies, testing
within standard educational requirements, and literary or artistic criticism.

Please read the notes for guidance before completing ALL sections of the form.

This form must be completed and approved before undertaking any research activity. Please see
Checklist for details of the process for various categories of applications.
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SECTION A: About You (Principal Researcher)

Director of
Studies/Supervisor:

1 Full Name: Anastasiya Petrova
=2 Tick all boxes that apply: Member of staff: —_ Honor:ary T
fellow:
Tutored
Undergraduate Postgraduate
Student = Postgraduate o Research Student
Student
- Institute/A cademic University of Wales Trinity Saint David
Discipline/Centre:
London Campus
4 Campus:
1816952@student.uwisd. ac.uk
S Email address:
P Contact Telephone
Number: 07872445612
For students:
7 Student Number: 18516952
S Programme of Study: Undergraduate

Professor Nandish Patel
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SECTION B: Approval for Research Activity

.1

Has the research activity received approval in

principle?

(Please check the Guidance Notes as to the

appropriate approval process for various levels YES = NO =
of research by distinct categories of the
individual)
Dare
2 ITf ves, please indicate the Research Degrees
source of approval (and date Committee = Marci 20ee
where known): Approval, in |Institute Research NA
principle, must be Committee =
obrained from the relevant . .
source before seeking Other (write-in) — NA

erthical approval.

SECTION C:

Internal and External Ethical Guidance Materials

Please list the core ethical guidance documents referred to during the
completion of this form (including any discipline-specific codes of research
ethics, location-specific codes of research ethics, and any specific honest
guidance relating to the proposed methodology). Please confirm that yvour
research proposal adheres to these codes and guidelines. You may add rows

to this Table if needed.

UWTSD Research Ethics & Inteqgrity Code of Practice

UWTSD Research Data Management Policy

NA

_
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SECTION D: External Collaborative Research Activity

If there are external collaborators, you should gain consent from the contact persons

to share their data with the University.

section blank and continue to section E.

Ifthere are no external collaborators,

leave this

1 Institution
=2 Contact person name
=2 Contact Pperson's ems=il
address
e Is your research externally funded? YES - NO =]
E=1 Are you in receipt of a KESS scholarship™ YES — NO =
S Are you specifically Voluntary YES O NO
- employed to undertake this Employed
research in paid or voluntary YES Ol NO
capacity™?
= Is the research undertaken If Y ES., the
within an existing UWTSD Permission
Athrofa Professional question below YES | - NO =
Leaming Partnership does not need to
APLP)? be answered.
S Has permission to (f Y ES, attach a
undertake the research copy)
been provided by the IfNO, the YES — NO =
partner organisation? application
cannot continue
VWhere research activity is conducted in collaboration wvaiath an external
organisation
10 | Poees this organisation have its own ethics YES | = | NO —

approval system™?

If yves, please attach a copy of any final approval (or interim approval) from

the organisation (this may be a copy of an email if appropriate).
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SECTION E: Details of Research Activity  

1  Indicative title:  The Influence of Information Technologies on Human  Resources Recruitment and Selection :   A case study  of Unilever PLC.  

2  Proposed start date:  0 1   March   2022  Proposed end date:  20 April 2022  

 Introduction to the Research    The dissertation aimed to critically evaluate the use of IT in recruitment and  selection, using Unilever PLC as a case study. Human resources provide  organisations with an asset that  competitors cannot imitate, as most  organisations focus on strategic recruitment and selection (Kadiresan et al.,  2015). However, traditional recruitment processes are characterised by  allegations of bias and are time - consuming (Djalicet et al., 2021). IT  provides  solutions to these problems. Machine learning algorithms provide a faster and  more honest approach that matches candidate profiles with the organisation's  needs. This study offered an unbiased review of the literature, reflecting the  views of vari ous authors on the acceptance of IT in selection. In addition, the  study attempted to examine the extent to which the use of IT in HR is enabling  recruiters in solving problems, such as optimising the recruitment process and  saving time - consuming tasks suc h as finding and verifying candidates.   The proposed research question includes determining the reason behind high  employee turnover at Unilever Plc and how IT helps match employee  qualifications to organisational culture. This approach can reduce employee  turnover at the organisation and the risks of incorporating IT in recruitment and  selection within Unilever  Plc.    The research investigates how information technology is influencing human  resource activities on recruitment and selection at Unilever PLC. Th e main  objectives of undertaking this research activity  are   to Identify the reasons behind  high employee turnover at Unilever PLC, identify how IT can help lower the rates  of employee turnover through matching employee qualifications to  organisational cult ure and determine the risks of using IT in recruitment and  selection processes.   More than 41% of companies in the UK struggle to find the right and suitable  talent in the lean talent pool. Companies invest in data mining, keyword  matching, and pattern matc hing to hire talent from the industry. All of these are  instrumental HR activities. Therefore, the research activity identifies the  importance of using IT in influencing the recruitment and selection of staff in the  modern organisation. The research will e nable the human resource team to  use   IT resources to obtain a good workforce .   
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Purpose of Research Activity

The primary purpose of developing this research activity is to investigate the
influence of Information Technology on the human resources process of
recruiting and selecting staff with a case study of Unilever PLC.

Research Question
* What is the reason behind high employee turnover at the organisation?

- How does IT help match employee qualifications to organisational culture in
your organisation?

- Does this approach lead to reduced employee turnover at the organisation?

= What are the risks of incorporating IT in recruitment and selection within the
organisation?

Aims of Research Activity

The research investigates how information technology is influencing human
resource activities on recruitment and selection at Unilever PLC.

Objectives of Research Activity
* Ildentify the reasons behind high employee turnover at Unilever PLC

= Identify how IT can help lower the rates of employee turnover by matching
employee qualifications to organisational culture

- Determine the risks of using IT in recruitment and selection processes
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 Proposed methods   

7  The interpretivism research philosophy will be used for this study as it assumes  that individual observers understand and perceive reality. This study tries to  understand the phenomenon by interpreting the elements of the study.  Positivism is not appropria te because this philosophical position assumes that  knowledge is independent of the research subject.    The experimental design will be used as a research design that helped provide  a deeper understanding of the nature of the research problem because the  in teraction between IT and HR functions is an emerging area, and there is still  minimal research on  these issues .    A deductive approach to explain the causal relationship between IT and  recruitment thus summarises the study results to some extent.    Both qual itative and quantitative research strategies help overcome any  limitations of utilising one research strategy by focusing on qualitative and  quantitative  data . Primary data collected through questionnaires and interviews  help determine the reasons for the  high staff turnover and how Unilever PLC  used IT to reverse these trends. Secondary data providing various theoretical  aspects of strategic recruitment practices, on the other hand, provided insight  into the risks associated with the use of IT in recruitme nt and selection. Thus,  collecting primary and secondary data meet the study's objectives.   Fifty participants from the functional departments of the organisation, including  HR and IT departments, were randomly selected to participate in the study  through a   simple random sampling approach. Descriptive statistical analysis of  quantitative data measured significant trends and the average value of data  collected from  fifty   respondents in its IT and HR departments. This allowed  conclusions to be drawn for each d ata variability. The completed questionnaires  were subjected to analysis and coding to ensure the accuracy of the information  using the statistical package for social science software (SPSS), MS Excel and  MS word tables. The data was presented through dist ribution tables, standard  deviations, averages, and percentages, offering a more explicit measure of  significant trends and determining the interaction between survey variables.  Qualitative data were analysed using thematic analysis and a written approach  to quantify content in logical and repeatable pre - arranged categories.    Ethical considerations observed include the researcher giving voluntary  participation. The participants were also given the leeway to withdraw their  participation if they felt uncomfor table.   
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SECTION F: Scope of Research Activity

Will the research activity include™ YES NO
1 Use of &a questionnaire or similar research instrument? = f
=2 Use of interviews? - =
=" Use of focus groups™? — =
<4 Use of participant diaries™? —c =
5 Use of video or audio recording™? c =
S Use of computer-generated log files™? — =
7 Participant observation with their knowledge™? — =
= Participant observation without their knowledge™? — =
Access to personal or confidential inform ation without the
= oy & 3 — =
participants’ specific consent™?
Administration of any questions, test stimuli, or presentation that
10 may be experienced as physically, meantally or emotionally — =
harmful/offensive™?
11 Performance of any acts which may cause embarrassment or =
affect self-esteem 7 =
G == Investigation of participants involved in illegal activities™? — =
G =] Use of procedures that involve deception™? — =
1<% Administration of any substance, agent or placebo™? — =
G (=> Are you working with live vertebrate animals? —_ =
18 Procedures that may harm the environment? — =
17 Other primary data collection methods. Please indicate the type
of data collection method((s) below.
Details of any other primary data collection method: — =
NA

If NO to every question, then the research activity is (ethically) minimal risk and may
be exempt from some of the following sections (please refer to Guidance Notes).

If YES to any question, then no research activity should be undertaken until full
ethical approval has been obtained.
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Corn=ment forrmizs to deeverlopy, giver resproncdenits Lo reraadd sand under=stiand, claarify

farcezzas: thzat rmizay rexquirer furtherr supprort sand therir rights, support thwerrm whiesres
ricrexcdercd, sarcd =mhioww thieerm whiesrer to =siggra.

Risks to the Investigator

For cexarmprler, prerr=monmnaal heraalthy & =maaferty, pphiy=sicaal haaarrm, eermiotionaal disstress=s, risk
of saccussiation of haarrr/irmipropricsty, conflict of irmntesress=st.

FRixk to ther inverstigaator: How you will rmiltigarte the risk 1o the
mnvestigator:

Ermotionaal disstrezss=z
FProperr plasarining of rersscersarch sactiviticz=:
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University/institutional risks
For example, adverse publicity, monetary loss, data protection

Risk to the University: How youwu will nmwtigate the risk fto the
Urniversity -

Adhering to GDPR 2018 in protecting
the data.

Data protection
Reputational damage
The researcher will behave

professional and undertake all due
procedures.

Environmental risks

For example, accidental spillage of pollutants and damage to local
ecosystems.

Risk to the envirocnment: How youwu willl nmwtigate the risk fto the
environmment:

N/7AC

(This box should expand as youw ftype)

(This box should expand as youw ftype)

Disclosure and Barring Service

If the research activity involves children or vulnerable
adults, &a Disclosure and Barring Service (DBS) certificate
must be obtained before contacting such participants.

YES NO N/A

Does your research require you to hold a current DBS
Certificate™?

If YES., please give the certificate number. Ifthe
certificate number is not available, please write
"Pending:” in this case, any ethical approval will be
subject to providing the appropriate certificate number.
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SECTION I: Feedback, Consent and Confidentiality

1

Feedback

What debriefing and feedback will be provided to participants, how will this be
done and when?

Debriefing on aims of objective and how to fill questionnaire shall be done
through face-to-face meeting one day before commencement with data

collection.
Informed consent

Describe the arrangements to inform potential participants, before providing
consent, of what participates in participating. Describe the structures for
participants to provide full support before data collection begins. If gaining
approval in this way is inappropriate, explain how consent will be obtained and
recorded by prevailing data protection legislation.

A straightforward arrangement shall be made between the researcher and the
management of Unilever Plc to inform potential participants before giving them
consent forms of the reason for engaging in the study. The arrangement of
participants shall be done using alphabetical order of their names and
communicated on the total content of consent.

Confidentiality /f Anonymity

Set out how the anonymity of participants and confidentiality will be ensured in
any outputs. If anonymity is not being offered, explain why this is the case.

Any data generated will be kept safe and secure from unauthorised people to
promote confidentiality.
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SECTION J: Data Protection and Storage

Does the research activity involve personal data (as defined
by the General Data Protection Regulation 2016 “GDPR” and
the Data Protection Act 2018 “DPAY)7?

“Personal data’ means any information relating to an
identified or identifiable natural person ('data subject’). An
identifiable natural person can be identified, directly or
indirectly, by reference to an identifier such as a name, an
identification number, location data, an online identifier or to
one or more factors specific to the physical, physiological,
genetic, mental, economic, cultural or social identity of that
natural person. Any video or audio recordings of participants
is personal data.

If YES, describe the data and explain why this data needs to be collected:

NA

(This box should expand as you type)

Does it involve detailed category data (as defined by the
GDPR)7?

“Special category data’ means sensitive personal data
consisting of information as to the data subjects’ —

(a) racial or ethnic origin,

(b) political opinions,

(o) religious beliefs or other beliefs of a similar nature,

(d) membership of a trade union (within the meaning of the
Trade Union and Labour Relations (Consolidation) Act 7992),
() physical or mental health or condition,

() sexual life,

(g) genetics,
(h) biometric data (as used for 1D purposes),

If YES, describe the category data and explain why this data needs to be

collected:
NA
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Will data from the research activity (collected data, drafts
of the thesis, or materials for publication) be stored in
any of the following ways?

Manual files (i.e., in paper form)?

University computers?

Private company computers?

Home or other personal computers?

Laptop computers/ CDs/ Portable disk-drives/ memory
sticks?

“Cloud” storage or websites?

K| ®| O 0O/Oja

Other — specify:

(m]

X |0 0K XX X

For all stored data, explain the measures in place to ensure the security of

the data collected, data confidentiality, including details of backup
procedures, password protection, encryption, anonymisation and
pseudonymisation:

All devices will have password control.

(This box should expand

you type)
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Data Protection
Will the research activity involve any of the following

activities?

vES No
13 | Electronic transfer of data in any form?. = =)
Are you sharing data with others at the university outside of
14 | the immediate research team? = =
15 | Are you sharing data with other organisations? =] =
Export of data outside the UK or importing data from outside
16 | the UKz = =
Use of personal addresses, postcodes, faxes, emails or
17 | telephone numbers= = =
Publication of data that might allow identification of
18 | individuale? = =
19 | Use of data management system? =] =
20 | Data archiving? = =]
If YES to any question, please provide full details explaining how this will be
21 | conducted following the GDPR and Data Protection Act (2018) (and any
international equivalents, where appropriate):
Data archiving will be done by creating accounts on devices with password
control to prevent unauthorised personnel from accessing them. University
Cioud
22 | List all who will have access to the data generated by the research activity:
Supervisor
23 | List who will have control of and function as custodian(s) for data generated
by the research activity:
The student
Give details of data storage arrangements, Including security Mmeasures o,
24 | protect the data, where data will be stored, how long for, and in what form?

Will data be archived — if o, how. and if not, why 2

Data collected will be maintained in electronic format Under password control
for three months after completion of the study, after which it will be destroyed.
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Please indicate if your data will be stored in the UWTSD Research Data

25 Repository (see https://researchdata. uwtsd . ac. ulk/ ). If so, please explain.
(NMo st relevant to acadenrnve staf?)
Yes
Confirm that you have read the UVWTSD guidance on data

26 management (see https://www uwitsd . ac. ulk/library/research- YES =
data-management/)
Confirm that you are aware that you need to keep all data

27 until after your research has been completed or at the end of YES —

yvour funding

SECTION K: Declaratton

The information | have provided is correct and complete to the best of my
knowledge. | have attempted to identify any risks and issues related to the
research activity and acknowledge my obligations and the rights of the

participants.

In submitting this application. | now confirm that | undertake to ensure that the
above-named research activity will meet the University's Research Ethics and
Integrity Code of Practice which is published on the website:
https://www _uwtsd ac.uk/research/research-ethics/
Date:
Signature of R
T applicant: astasiyva Petrova o1 March
2022
For STUDENT Swubmissions:-
Director of - Date:
= Studies/Supervisor: O Elenra il Fatal O1 March
- . 2022
= e e Dr Nandish V Patel





image45.svg
        


image46.png
~ [RSsEnr e o

5 | sianatur

Checkiiat: Ploase complote the list bolow to ensure that you have completed the form
SerOraing th the GuIdalines ana aHacned any reaured aocumantation:

I have read the guidance notes supplied before ComPISING the ferm

= | 1| have comploted ALL RELEVANT soctions of the form in full.

I confirm that tho rescarch activity has recoived approval in principlo.

= | | have attachod a copy of the finalintorim approval from the oxtarnal
organisation (where appropriate

= | | hove attachod a full risk assessmont (Whors appropriate). ONLY 7/GK /-

NESTAVE RY FASHED A FUiL RIS ASSESE S ENT

I understand that my responsibility 1S to ensurc that the research moentoned
e B e e R A=t
BoTore commencing data colleclion. ail ocuments aimed at respondonts
GReiuaIngG INformaton Shoots, Consont forms, Husstonnaros, Intarviow

SERSHUISS Gio must bo confirmed By the Das/Suporisor, meduls taior or

R

RESEARCH STUDENTS AND STAEE ONLY

During its processing, all communications relating to this application mMust be in
WHHNG Gnd Grmatoc 16 boieannl cnen o ae L with the e (Ethical Approve
followed by vour nameo:

You Will be INformed of the BuLEoMEe of your Slaim by Gmail; therofore, you must
regularly check your University and personal email accounts.

Should SubmIE is form (and recalve (he outcame) via systerms oxplained to you
By IS supervisormoduls Ieader:

This form i= available electronically from the Academic Office web pages
IS AW LI TSl e I/ B GG IO G e e/ Al e e n e Tormn.
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Participation Consemt Formm

Umsvemrasy of Wabss Trwwey Sovwm Dovid (London Carmgeaen)

W chester o

PRAFYSGOL CYRanu
¥ Drindod Dewi Sant
UMW ERSITY ©OF WALES

Trinity Saint David

23 Tronmers Soed

Lomdomn — SWS 689

Participant ldemtification Number:
RoO1

Project Title: The Influence of Information Technologies on Human Resowurces Recruittment
and Selection. A case study of Unilever PLC.

Name of Researcher: Anastasiya Petrova

1 1 confirm that | have read and understood the infornmation sheet dated 02 | Yes
February 2022 for the above study. | have had the opportunity to consider the
information, ask guestions, and answer satisfactorily.

2 1 understand that my participation is voluntary and that | am free to withdraw | Yes
without any reason.

3 1 understand that any nformation 1 give may be used in future research team . Yes
reports, articles, or presentations.

- My name willl not appear in any reports, articles or presentations. | Yes

S 1 agree to take part in the above study. | Yes

Participamnt

Name of [ Signature
Researcher . Anastasiya Petrova I
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You may decline to participate in this study. You may end your participation in this study at
any time. If you decide to remain anonymous, maintaining your anonymity will be a priority,
and every practical precaution will be taken to disguise your identity. If you prefer anonymity,
there will be no identifying information on audiotapes or transcripts of this or any interview.
No one will hear any audiotapes or see any transcripts without your prior consent. All
materials generated from this or any will remain confidential.

When completed, please return it in the envelope provided. One copy will be given to you,
and the original to be kept on the file of the research team at:

NAME & ADDRESS OF RESEARCHER

Anastasiya Petrova

University of Wales Trinity Saint David (London Campus)
Winchester House

11 Cranmer Road

London — SW9 6EJ

Tel: +442075667600

Email: info.london@uwtsd.ac.uk

: londonstudentservice@uwtsd.ac.uk
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Participant Information Sheet

¥'Brindod Dewi sant i
Trinity Saint Davia Lonaon - swa oes

Participant Identification Number
w1

Projoct Tilo: The Influence of Information Technologies on Human Resources Recruiment and
Selection. A case study of Unilever PLC

Dear

rMadam.

My name is Anastasiya Petrova. and | am an undergraduate student in the School of Business, Finance
and Management (London Campus), Faculty of Businoss and Managoment at the University of Wales
Trinity Saint David, United Kingdom. At present, | am conducting rosearch on the influence of
Information Technologies on human resources recrultment and selection. A case study of Unilever PLC
the PUrpose of this research is 1o IMvestgate the Impact of Information Technology on the human
(ESOUICES PrOcess of recruiting and selecting Staff with the case study of Unilever PLC.

| Would Iike 10 Invite you 1o participate in my research project by answering the attached brief questions
doveloped by the rescarchers. Those qUESHONS will A56656 YoUr OpINIons, experionces, knowledge.
SUGGESIONS and Views. Through your participation in the INterviews, | hope 16 ascertain my research
PUrPOSE (o got the bost argument from you. | beliove your opinion will be beneficial to me to conduct
this research

All questions will be kept strictly confidential to the researchers involved, and at NO time individual
QUESTIONS Wil be released 16 the public. THis gIVes you & chance 1o Sxpress your Views on your
Programme in a confidontial and Gnonymous forum and stll have INfluENCe. Your Partcipation in this
Stiidy 15 entirely voluntary. 5o you can withdraw from the questionnaire at any Stage
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Please note that the questionnaire should take no more than 30 minutes to complete, but there is no
time constraint. There are also no right or wrong answers. Attached to this letter, along with the
questionnaire, is a consent form to better understand the researcher’s intention. As this is a new
project, your feedback is also important to me, and | would be much obliged if you could also complete
the feedback sheet and the questionnaire. | understand that your time is at a premium, but your
opinions are precious to me.

After a careful and precise analysis of the data obtained from these questionnaires, | will be happy to
provide you with a copy of the findings at your request. Hopefully, this questionnaire will enhance my
understanding of the current level of knowledge and future discoveries. The research results will be
feedback to the Director of Studies, Supervisor, University and British Library.

| thank you in advance for your time and participation. If any questions arise, feol free to contact me at
your convenience.

NAME & ADDRESS OF RESEARCHER
Anastasiya Petrova

University of Wales Trinity Saint David (London Campus)
Winchester House

11 Cranmer Road

London — SW9 6EJ

Tol: +442075667600

Email: info.london@tsd.ac.uk

londonstudentses

o@tsd.ac.uk




image2.png
1. Introduction

1.1 Rationale for the research and research gap
1.1.1 Objectives of the research

1.1.2 Research questions

1.1.3 Justification of the research

1.2 Road Map

2. Literature Review

2.1 The current trends in recruitment and selection
2.2 Emerging trends in recruitment and selection
2.3 Conclusion

3. Research Methodology

3.1 Research philosophy

3.2 Research design

3.3 Research approach

3.4 Research strategy and Data collection

3.5 Data analysis, Sampling method

3.6 Ethical consideration

3.7 Research limitations

4. Research Findings

5. Discussion

6. Recommendations

7. Conclusion

8. References

Table of Contents
03
P4
P4
P4
P4
PS5
PS5
PS5
07
P8
p8
.9
p9
p.10
p.10
p.10
pa1
pa1
pal
p17
p.20
p21
p.22

9. Appendices

9.1 Timelines- Gantt Chart

9.2 Sample questionnaire

9.3 Application for ethical approval
9.4 Participation Consent Form
9.5 Participant Information Sheet

025




image3.png
Data
collection

Philosophies

Approaches

Strategies

Choices

Time

horizons

Techniques and
procedures






1


 


 


             


 


 


 


 


 


Dissertation 


–


 


Project


 


 


 


The Influence of Information Technologies on Human Resources Recruitment and 


Selection. A case study of Unilever PLC.


 


 


 


Student Name: Anastasiya Petrova


 


Student ID: 1816952


 


Module: LCBB6000


 


Supervisor:  Dr Nandish 


V. 


Patel


 


 


 


 




1                             Dissertation  –   Project       The Influence of Information Technologies on Human Resources Recruitment and  Selection. A case study of Unilever PLC.       Student Name: Anastasiya Petrova   Student ID: 1816952   Module: LCBB6000   Supervisor:  Dr Nandish  V.  Patel        

