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Abstract

Background: The world is constantly becoming more prone to technology due to
globalization which implies organizations have to stay up to date in order
to be competitive. Human Resource Management (HRM) is more
important than ever, especially with a focus on the recruitment of new
employees which will bring skills and knowledge to an organization. With
technological advances also comes the opportunity to streamline activities that
previously have had to be carried out by humans. Therefore, it is of the highest
importance to consider and evaluate the impact technology might have on the
area of HRM and specifically the recruitment process.

Purpose:  The purpose of this thesis is to research the implications that technological
advancements, in particular Artificial Intelligence (Al), have for the recruitment
process. It aims to investigate where Al can be implemented in the traditional
recruitment process and possibly make the process more effective, as well as
what the implications would be of having Al within recruitment.

Method: This thesis uses a qualitative study with semi-structured interviews
conducted with eight international companies from all over the world. It is
viewed through an interpretivism research philosophy with an inductive
research approach.

Conclusion: The results show that the area of Al in recruitment is relatively new and there
are not many companies that utilize Al in all parts of their recruitment process.
The most suitable parts to implement Al in traditional recruitment include
recruitment activities such as pre-selection and communication with candidates
and sending out recruitment results for applicants. The main benefits of Al
were seen as the speeded quality and elimination of routine tasks, while the
major challenge was seen as the companies’ overall readiness towards new
technologies.
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1. Introduction

The objective of this chapter is to provide the research background, purpose and problem of
this thesis to deliver an overview on the topic of human resource management and artificial

intelligence in today’s world.

1.1 Research Background

In today’s globalized world, the traditional ways of how business is conducted are being
challenged. There are no longer only local firms as competitors, but organizations have to
compete constantly on a global level as new technology is making the world smaller (Erixon,
2018). This implies that for an organization to stay up to date and keep a competitive advantage,
embracing these new technological developments is key. HRM involves many different aspects,
such as training employees, recruitment, employee relations and the development of the
organization (Wall & Wood, 2005). Humans work as a source of knowledge and expertise
which every organization can and should draw on. Therefore, acquiring and retaining these
types of employees through recruitment play a big role today. Due to the importance HR has
for the organization, the recruitment process of how these resources are obtained is the key to
success (Kok & Uhlaner, 2001). The recruitment process used to be longer, take a large amount
of time and imply a large amount of paperwork for the recruiters, however this has already

slowly started to change with online recruitment becoming common (O’Donovan, 2019).

In later years due to the technological changes, research has been conducted on how these two
important aspects of HRM and technology can be combined. Usually, studies are conducted of
how the recruitment process can be smoother and optimized with the help of technology
(Galanaki, Lazazzara & Parry, 2019). Right now, the focus lies a lot more on technological
advances helping recruiters, for an example the process is becoming more automated. Due to
this, it can be stated that the human touch in recruitment is becoming lessened (Bondarouk &
Brewster, 2016). In the article by Baxter (2018) he tries to predict the trends which will take
over recruitment in 2019. He suggests predictive analytics to take away some of the guessing
which takes place in recruitment, but he also brings up Al as a tool which will be used when
interviewing candidates (Baxter, 2018). This thesis aims to explore the aspect of one of the

newer technologies: Artificial Intelligence (Al). Application of Al to HRM was one of the most
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remarkable trends among recruitment professionals in 2018. The adoption of Al in HRM and
in recruiting can be called as "the new age of HR’, since Al changes the recruitment industry
by replacing routine tasks that have been conducted by human recruiters (Upadhyay &
Khandelwal, 2018).

Tecuci (2012) mentions that Al as a field is wide and a multidisciplinary domain, which can be
exploited not only in computing disciplines but also in linguistics and philosophy. Al can take
many different forms, such as robots, bots or software (Tecuci, 2012). The concept of Al is one
of the most novel domains in engineering and science and it has been studied since the Second
World War. The name of Artificial Intelligence was verified in 1956 (Stuart & Norvig, 2016).
Salin and Winston (1992) defined Al as being a set of techniques that allow computers to
accomplish tasks that would otherwise necessitate the reasoning skills that human intelligence
brings. According to Nilsson (2005) machines should be able to do most of the jobs that human
intelligence demands, which he calls for human-level Al. This thesis will not focus on Al in
terms of actual robots, but rather on the implementation of Al in different software which

companies use within the recruitment process.

1.2 Problem

Currently, a recruitment process is carried out mostly by human recruiters who personally sit
and scan through CV’s, online profiles and other sources to find candidates. Recruiters conduct
all initial contact, give feedback to rejected employees and conduct interviews with candidates
(O’Donovan, 2019). As humans have limited abilities, keeping up with all the tasks that is
necessary is not an easy job, and usually requires lots of dedicated time from every individual
recruiter. The problem that have been identified is that there are human limitations, such as
biases, preconceptions and time restraints, which can hinder how effective a recruitment
process ends up being (McRobert, Hill, Smale, Hay, & VVan Der Windt, 2018). This is a problem
as it, in turn, can lead an organization to lose the better fit candidates for a job as well as
monetary value (Baron, Musthafa & Agustina, 2018).

It has been identified that the methods of investigating technology-based recruitment are
lacking and comes behind the current practice. Hence more in-depth empirical research must
be conducted in the future with the regard of new technology allowing more flexibility and
better access than before (Chapman & Webster, 2003; Searle, 2006). However, several years

later the same problem is still here, since Marler and Fisher (2013) mention that the current
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literature is lacking the new technology-based recruitment methods that need to be fulfilled. In
addition, the implications of new technologies for HRM are still somehow unclear for recruiters
whether these new and efficient technologies entail challenges or opportunities to recruiters’
work (Stone, Deadrick, Lukaszewski & Johnson, 2015; Bondarouk & Brewster, 2016). Since
the current literature is still lacking the same problem as it was in the 2000s, a more in-depth
understanding of the topic should to be conducted with the fact new technologies being a part

of the recruiter’s daily work.

1.3 Purpose

The purpose of this thesis is to explore the current state of Al and how it can be applied to the
traditional recruitment process. It will research what impact Al technology has on recruitment
and where it would be most useful in the recruitment process. This thesis will expand current
research by applying Al into Breaugh’s (2008) recruitment model to fill the gap on how Al can

impact traditional recruitment and possibly increase effectiveness.

1.4 Research Question(s)

Two research questions have been developed to help narrate the study. These will guide the

route of the research together with the problem and purpose of the thesis. They are as follows:

RQ: 1. What is the current state of Al in the traditional recruitment process?

RQ: 2. What impact can Al make on the traditional recruitment process?

1.5 Delimitations

Since this thesis aims to investigate the current state of Al in traditional recruitment process,
the empirical information received during the interviews was limited to companies utilizing Al
to some extent in their recruitment process. Therefore, the authors did not interview companies
who are not using Al in their recruitment process or those who would be willing to implement
Al in the future.



2. Literature Review

The purpose of this chapter is to provide the theoretical background to the topic of Al in the
recruitment process by reviewing past literature conducted on the subject. It will cover the
themes of HRM, the traditional recruitment process, Artificial Intelligence, online recruitment

and lastly the application of Al on recruitment.

2.1 Human Resource Management (HRM)

There are many definitions of human resource management brought forward by a range of
researchers, however most of the definitions do complement each other. A definition by
Schemerhorn (2001) is that HRM is how you are able to gain and develop a workforce which
is talented, to help the company achieves its goals, as well as its mission, vision and different
objectives at hand. Another definition is that HRM is an approach to employee management
with the aim of retaining a workforce which is both capable and committed by different
techniques, such as cultural, structural and personnel to bring the organization a competitive
advantage (Storey, 2004). For the purpose of this study, HRM will be defined as the process of
acquiring and maintaining new skills, capabilities and competences in an organization through

its workforce by the means of different management techniques.

HRM practices include recruiting new employees, managing employees, hiring employees and
developments (Wall & Wood, 2005). Most of these practices have a specific focus on retaining
new employees and keeping up their satisfactory level. This is because human resources are
such a dynamic part of the company and is ever changing, therefore it needs the right
management by an organization (Bibi, Pangil & Johari, 2016). The management and retention
of HRM can be argued to have a special importance within manufacturing companies which
beholds a focus on innovation within manufacturing to get a comparative advantage and better
performances (Youndt, Snell, Dean & Lepak, 1996). The role that HRM have within an
organization have changed severely during many years and are no longer just used as a way to
manage an organization's internal costs of labor (Becker & Gerhart, 1996). More recent
researches are looking into HRM as being a strategic asset to organizations where employees

are the key assets and how to acquire and manage these play the most important role (Bas,



2012). In the following section recruitment in HRM will be discussed followed by a section on

selection in HRM.

2.1.1 Recruitment in HRM

The research conducted within recruitment as a part of HRM has increased in the later decades
and there is now more available research on how recruitment actually impact applicant
behaviors and employee behavior (Taylor & Collins, 2000). Recruitment is defined as the
practice of finding the right candidates which make up a candidate pool which fits an open job
vacancy that a company have (Stoilkovska, Ilieva & Gjakovski, 2015). Recruitment can also
be said to be the centerpiece within HRM, as it is those employees that are hired who will be
subject later on to the other HRM practices. (Griepentrog, Harold, Holtz, Klimoski & Marsh,
2012). This is further supported by Newell (2005) who states that it is very important to have
competent personnel in organizations, which is fulfilled with an effective recruitment and
selection process. If the wrong person is hired, the organization can suffer from several
economical losses instead (Newell, 2005; Muir 1988). However, being able to hire the most
competent and best employees on the market is becoming increasingly hard amongst the
competition on the job market (Taylor & Collins, 2000; O’Donovan, 2019). The way
recruitment is being conducted has therefore, due to the competition, changed. It is no longer
possible to use the same recruitment sources as before, instead companies nowadays use more
innovative ways of recruiting their employees as a way to stand out from competitors. (Taylor
& Collins, 2000). What can be drawn from this is how important it is for every organization to

try to keep up with recruitment trends and how recruitment is developing.

2.1.2 Selection in HRM

Selection is the second process which is undergone when hiring new employees. It usually takes
place after the organization have been doing initial recruitment where they establish a pool of
possible qualified applicants, and now have to select the right applicant for the job (Newell,
2005; Stoilkovska et al. 2015). A comparison which can be done of selection is to that of a
jigsaw puzzle, as stated by Newell (2005), where a company tries to select the correct piece to
the puzzle out of a bunch of wrong pieces. Selecting the right employees is most commonly
conducted by traditional methods, such as interviewing the candidates. However, this is a
practice which companies slowly exchange to more non-traditional methods as a way to

increase the reliability of the selection (Elearn, 2009). One of the important things to consider
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when doing the selection is everyone in the established pool of candidates should have an equal
chance to be selected for the job (Stoilkovska et al. 2015).

Some methods used for selection includes pre-selection, interviews and assessment centers. To
evaluate the right selection method for an applicant there are three methods, usually applied as
follows: reliability, validity and usefulness. In validity, applicants can be scored on a scale with
job performance on y axis and team-working score on the x axis according to “false negatives”
or “false positives” - either people were thought to be bad, but they were good, or people were
thought to be good but ended up performing badly (Newell, 2005). The final selection decision
is usually taken by one person in the end, most often a recruiter with experience within the job
who can take adequate decisions on who would fit the job. There is also the possibility in larger
corporations to have the final selection be decided by a panel with some of the main personnel
in charge of the employees, such as line managers and chairman. This method eliminates the
pressure of experience and abilities the individuals need to have and can also help eliminate

some factors of biases toward candidates (Muir, 1988).

2.2 The traditional recruitment process

The traditional recruitment process does not have a determined model for how it should be
conducted, rather it is described and theorized slightly different by many researchers (Acikgoz,
2019). Acikgoz (2019) argues that there are two views to the traditional recruitment process:
either the organizational view or from the job-seekers view. However, there is a lack of models
which refers one view to the other. Therefore, when investigating the recruitment process it is
important to keep in mind from what view it is taken. Among these different suggested models
of the recruitment process, it is possible to see some common steps emerge. Usually, the first
step taken is for the company to determine if a spot or vacancy within the organization needs
to be filled, secondly is to conduct an analysis of the job opening, thirdly to write a description
of the job and lastly to determine a description of the preferred employee (Carroll, Marchington,
Earnshaw & Taylor, 1999; Mueller & Baum, 2011; Thebe & Van der Waldt, 2014).

One recruitment process model as proposed by Breaugh (2008) consists of five different
interconnected steps (see Figure 1). The first step begins with the organization establishing
recruitment objectives, which is the specification of how many positions should be filled and

what characteristics, such as skills, work experience, education, the desired hire should inhabit.
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The second step is the development of strategy, where the organizations should choose what
kind of employee they want to recruitment, through what source, what message they want to
reach out with and if there would be any budget constraints (Breaugh, 2008). The sources being
internal, external or walk-ins (Moser, 2005). Third step is the recruitment activities where the
method of recruitment should be decided, which recruiters should do the recruitment or if they
need to extend the time for the job offering. Up to the third step the recruitment process by
Breaugh is described according to the organizational view, the fourth step thereafter is where
the variable of the job applicant comes into the model. This includes the interest of the applicant,
such as how interesting they think the position is, what they expect from the job offer or what
other opportunities they have. It also includes the self-insights and decision-making process of
the applicant. The fifth and final step is the recruitment results, which is interconnected with all
the previous steps of the recruitment process. This is the final results of the whole recruitment,
which should be connected with the recruitment objectives the organization had from the
beginning and be visible through both the development of the strategy and the recruitment
activities (Breaugh, 2008). With all these steps implemented is when according to Breaugh

(2008) an organization has successfully recruited a new employee for a vacant position.

Recruitment Objectives Strategy Development Recruitment Activities Recruitment Results
(see Recruitment Objectives)

¢ Filling "X" Number of Positions * Whom to Recruit? * Recruitment Methods Used
* Type of Applicants Sought * Where to Recruit? * Information Conveyed

dptor st * Timing of Recruitment completeness

- knowledge, skills, ability Activities? realism

work experience : * How to Reach Targeted timeliness

- interests Individuals? * Recruiters Used

diversity * What Message to * Hosting the Site Visit.
* Time Frame for F illing Positions Communicate? * Extending the Job Offer
* Number of Applicants * Whom to use as
* Job Perforn ¢ of New H Site Visit?
* New Hire Retention Rate ture of Job Offer? Intervening Job
« Job Satisfaction of New Hires * Budget Considerations? Applicant Variables

« Applicant Attention

* Message Credibility
plic Interest

)sition attractiveness

y of job offer

opportunitics

person-job/organization fit

* Accuracy of Applicant’s Position
Expectations.

*Applicant Self-Insight

sApplicant Decision-making Process

Figure 1: Model of the recruitment process as theorized by Breaugh (2008).

Similarly to the suggested recruitment process model by Breaugh (2008), are the ideas of Muller
and Baum (2011) and Thebe and Van der Waldt (2014). These authors present models which
is difference to Breaugh’s five step model. The authors have broken down the models to smaller

more concentrated steps compared to the model by Breaugh. The model by Thebe and Van der
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Waldt (2014) consists of 11 steps which the authors have proposed based on a collection of
previous researchers’ ideas of the recruitment model. These collective steps in short are to
identify the job vacancy, make job description, details and performance of the job, consultation
of the recruitment procedure, search the sources of recruiting, choose method for recruiting,
develop strategy, place advertisements in appropriate place, ensuring enough time/application
blanks for applicants, screening and evaluation of the recruitment. (Thebe & Van der Waldt,
2014). As noticed from this model even though it has more steps, it is of basically the same
nature which is entailed in the model by Breaugh (2008). Muller and Baum (2011) propose a
12 steps model which contains similar aspects as the previous ones proposed. It starts with the
analysis of job opening followed by creation of job description, searching for employees
followed by steps reviewing the employee, interviewing two times, testing the employee in the
workplace and lastly taking a reference check (Muller & Baum, 2011). The ending of this
recruitment process differs slightly from others, but the ground principles within it are the same.
Out of the many theorized models, the one brought forward by Breaugh (2008) is believed to
best capture what the traditional recruitment process is, as it compared to others describes both
the organizational and job-applicants view. The model also has a large amount of citations, 379
in total and is written in the journal of Human resource management review with a 72 H index.
Therefore, it is strongly believed to be a reliable source and to be able to represent the traditional
recruitment process. The Breaugh (2008) model will guide this thesis and be interpreted through
past research with a multidisciplinary approach from areas such as technology and strategic

management.

2.3 The concept of Artificial Intelligence (Al)

Acrtificial Intelligence (Al) has been around for a long time and have had a wide area of
application throughout the years, but only during the later year has the technology been further
developed and implemented within many different organizational settings (Tecuci, 2012). To
understand the concept of Al, the easiest way is to break down the words by themselves to look
at each meaning. However, even though Al have been around for a longer period of time there
is not one pre-determined definition of the concept (Legg & Hutter, 2007). Many researches
who bring forward definitions focus to define the ‘I’ in Al usually because this is harder to
pinpoint. The definition of ‘A’, that is Artificial, is a universally agreed on term and therefore
does not need as much defining (Bringsjord & Schimanski, 2003). Artificial, defined according
to Oxford Dictionary is something “made or produced by human beings rather than occurring

naturally, especially as a copy of something natural” (Oxford Dictionary, 2019). Therefore, it
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can be established that artificial is what humans have made to simulate something that usually

occurs naturally.

The tricky part then lies within defining intelligence. Some would define the term of Al as the
creation of robots, machines or programs which inhabits what could be seen as similar
intelligent behavior as human have (Tecuci, 2012; Kaplan, 2016). The problem with this
definition is having to measure human intelligence to compare it to that of the robots or
machines inhabiting it. Kaplan (2016) instead states that his own personal interpretation of
intelligence would be that it is “the ability to make appropriate generalizations in a timely
fashion based on limited data” (p.5). Many other more informal definitions of intelligence
include it being when something has the ability to think, plan, have knowledge, adapt to
environment or retrieve information (Legg & Hutter, 2007). It could also be the ability to
understand data and from that make decisions based on the data as well as the situation at hand
(Ved, Kaundanya & Panda, 2016). As an example, it could be that a program can learn how to
play games such as tic-tac-toe, or how to recognize individual faces or compose music - then it
is artificial intelligence (Kaplan, 2016). For the purpose of this study, Al is defined as the ability
of such things as machines to learn, interpret and understand on their own in a similar way to

that of humans.

There are many areas where Al can be implemented and it can take place in many different
forms. For an example, it can be as a machine, robot, computer program or software (Tecuci,
2012). Some of the technological areas in which Al have expanded to is robotics, processing of
natural language, expert systems as well as automated reasoning (Ved et al. 2016). Furthermore,
according to Ved et al. (2016) there is five different main areas of implementation of Al which
are firstly interpretation of language, secondly machine perceptions, thirdly problem solving,
fourth robotics and lastly games. These implementation areas are also further supported by
Tecuci (2012) who have knowledge acquisition, natural language and robotics as some key

areas for Al.

2.4 Online recruitment

During the past years the HRM field has been strongly affected by technological advancements,
especially the Internet have largely impacted the overall functioning of HRM in organizations.

Online recruitment, that can also be called as e-recruitment, has been an enormous trend in
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HRM in the terms of automating the recruitment process and various HR tasks such as HR
evaluation and HR rewards (Dhamija, 2012). Due to large number of job applications which
emerge especially from the use online recruitment, there has been discussions about how
organizations can manage all of these applications (Reingold, Baig, Armstrong & Zellner,
2000). However, exploitation of technology in hiring process has become particularly popular

among large companies (Andersson, 2003).

According to Dhamija (2012) e-recruitment is one of the most popular non-traditional
recruitment ways to recognize and attract potential job candidates. Organizations turned to use
online recruitment, because finding potential job candidate through online recruitment is both
quicker, cheaper and more efficient. One remarkable disadvantage of using online recruitment
is the possibility for discrimination between active internet and non-internet users (Dhamija,
2012). In addition to all advantages that online recruitment entails, it is important to remember
the broad application of technological advancement to HRM. In addition to electronic job
application forms, online recruitment contains several different recruitment parts, such
announcing available job positions on the Internet, receiving job applications online and the
exploitation of different electronic recruitment tools. Some of the electronic tools include such
as recruitment banks and robots to scan through online applications (Panayotopoulou, Vakola
& Galanaki, 2005).

2.5 The application of Al in recruitment

According to Upadhyay and Khandelwal (2018), the application of Al in HRM was one of the
most remarkable trends among recruitment professionals in 2018. Stuart and Norvig (2016)
defines information extraction as a process where information and knowledge can be gathered
by scanning a text. Especially in recruitment of new employees, Al can be used by information
extraction techniques that can make the process of resume scanning and extraction of relevant
information automated (Kaczmarek, Kowalkiewicz & Piskorski, 2005). Since the number of
job applications have increased and can even overwhelm HR departments, automated systems
that ranks job candidates have been presented to accelerate the hiring process. HR department
usually manually conduct the evaluation of the received job applications, hence applicant
ranking systems which can be created with the utilization of Al can make recruiters evaluation
task more efficient (Faliagka, Ramantas, Tsakalidis & Tzimas, 2012). Candidate ranking

system works at the power of Al algorithms and human recruiters providing training data for
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the Al algorithms, from where they learn the scoring function of applicants (Faliagka et al.
2012). Upadhyay and Khandelwal (2018) introduces chatbots that are Al-driven recruitment
assistants that enable personal and up-to-date connection possibilities with candidates via
emails, text messages or dialogue box. There are several computer-supported job matchmaking
techniques which have been developed in order to ease the workload of recruiters. Such
techniques include software that sorts resumes and can be implemented by exploiting learning-

based techniques and algorithms (Montuschi, Gatteschi, Lamberti, Sanna, & Demartini, 2014).

An interesting feature of Al-based ranking systems is the possibility to gather information about
applicants’ personality traits that are extremely important when fulfilling job positions.
However, these traits are often observed during job interview, but preliminary data can be
acquired through web searches. By conducting linguistic analysis to applicants’ blog post or
LinkedIn pages, it is possible to gather information about applicants’ personality trails, mood
and emotions (Faliagka et al. 2012). Job interviews conducted as a video interview have become
a popular recruiting tool among companies. An application for video interviews that utilize Al
has been developed by HireVue. In this application Al is able to interpret and analyze
applicant’s body language, facial expressions or tone of voice. The application compares the
interviewed applicants to the top talent employees in the company and finally suggest the best
applicants to recruiters (HireVue, 2018). The global hotel chain Hilton experienced several
benefits of conducting video interviews, whereas the most remarkable implication was the
decrease in the amount of time spent in recruitment process. Before the recruitment process
took 42 says in Hilton hotel, but due to use of Al based video interviews, it takes only 5 days
(HireVue Case Study, 2017.)

2.5.1 Benefits of Al-based recruitment

According to Dickson and Nusair (2010) the aim of recruitment systems is to ease organizations
and save expenditure by modernizing their recruitment process. Recruitment systems are
planned to make the recruitment process quicker by different kinds of functions such as pre-
screening and sorting resumes and then matching these resumes to open job vacancies. Hence
this enhance managers’ task when it comes to finding qualified job applicants both in the terms
of increased speed and efficiency (Dickson & Nusair, 2010). In addition, Dickson and Nusair
(2010) found that the use of Al in recruitment process enables organizations to reach larger
candidate pool and there is less paperwork to be done. Furthermore, Al can skim the data that
is posted on social media and hence it is possible to get access to applicant’s values, attitudes
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and personality traits (Upadhyay & Khandelwal, 2018) that traditionally have been discussed
during the job interview (Faliagka et al. 2012). Hence due to Al systems it is possible for
recruiters to scan job applicants’ personality traits already before a job interview (Faliagka et
al. 2012). Upadhyay and Khandelwal (2018) mentions that Al act as unbiased and resumes are
screened fairly in a way that it provides equal chance to all applicants. When it comes to
candidates who were rejected from the job vacancy, Al systems allow feedback about their
qualifications and skills that these candidates can develop further in the future (Upadhyay &
Khandelwal, 2018).

By conducting traditional face-to-face interviews with potential job applicants, organizations
confront several costs, including the costs of supervisors and managers who are present during
the interviewing and hiring processes. In addition to these benefits, the decreased amount of
manual work in hiring process yield more time to focus on those potential job candidates who
are suitable for available job vacancies (Guchait, Ruetzler, Taylor & Toldi, 2013). According
to Leong (2018), the use of Al in recruiting enables recruiters to connect with the best talent
management candidates instantly rather than spending enormously time and resources on
reading and scanning through received resumes. Al-based recruitment and talent selection
enables to rank job candidates and hence to recognize the top-scoring candidates. Leong (2013)
call this process as Resume Scorer and his process save recruiters time and effort significantly.
In addition to these advancements, Al can help recruiters when it comes to sending out
customized emails to possible job candidates about the current status of their job applications
as well as scheduling interviews. Upadhyay and Khandelwal (2018) points out that previously
repetitive tasks were conducted by human recruiters, but Al will make some of the recruitment
processes obsolete. This in turn allows recruiters to delegate the repetitive tasks to Al systems
and hence recruiters have more resources to put on strategic issues (Upadhyay & Khandelwal,
2018). When it comes to connecting to candidates, it can be stated that Al systems facilitate the
communication between candidates and recruiters, because Al systems allows to contact
candidates through the web, social channels and mobile platforms (Upadhyay & Khandelwal,
2018).

2.5.2 Challenges of Al-based recruitment

Even there are studies conducted stating that new technology and big data makes HRM more
efficient and accurate (Zang & Ye, 2015), there are people who consider that human resource
analytics can be only a transient trend if the technology transformation does not manage to
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become a continuing part of management decision-making (Rasmussen & Ulrich, 2015). One
remarkable entirety of challenges that Al-based recruitment entails is personal privacy and the
way how data is handled and analyzed. It concerns both HR professionals and online HRM
users when it comes to analyzing data or sharing own information (Bondarouk & Brewster,
2016). Martincevic and Kozina (2018) sees it almost impossible for organizations to operate
successfully without any level of adaptation of new technologies. The ability to adapt new
technology in organizations determines largely how they are able achieve their market
competitiveness. Previous studies have shown that the adaptation of new technology entails

several benefits when it comes to improved performance (Martincevic & Kozina, 2018).

An important entirety of challenges that Al-based recruitment entails is unconscious
discrimination during hiring processes by organizations (Stuart & Norvig, 2016). Stuart and
Norvig (2016) have mentioned several problems that exploitation of Al can cause, such as
losing jobs to automation and in some cases Al systems can be used when there are undesirable
ends. What especially touches recruitment, is the possibility of losing jobs to automation, since
there are already many job positions that have been replaced by Al programs which in turn can
increase unemployment. Even though Al-based systems are extremely beneficial at recognizing
talent, there are still some activities that should be conducted by humans, namely activities such
as negotiations, appraisal of cultural fit and rapport building (Upadhyay & Khandelwal, 2018).

2.5.3 Biases in recruitment

Based on the previous literature, there are several biases that affect recruitment process which
can be identified. According to Upadhyay and Khandelwal (2018), Al systems can be
programmed to avoid unconscious biases in recruitment process. The authors argue that skill
shortages are one of the largest challenges in hiring industry, but Al-based programs have the
ability to bypass candidates’ names, gender and age, that are the primary source of bias
(Upadhyay & Khandelwal, 2018).

Beattie and Johnson (2012) found in their study that several large organizations assured that
there are unconscious biases having impact on recruitment process. Hence there is the
possibility that these recruitment decisions are significantly influenced by unconscious biases

and stereotyping (Beattie & Johnson, 2012). In their study Beattie and Johnson (2012) points
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out that especially minority ethnics groups encounter certain disadvantages when it comes to

gaining access and being employed in the labor market.

Chamberlain (2016) argues that even if there are biases and stereotypes in the recruitment
process, it is important to be aware of them and understand their impact. The author emphasizes
that biases can be two-sided, either bias for something or bias against something. In addition,
there is a danger of recruiters who base their final recommendations about a job applicant on
opinions rather than facts. Even in some cases these final recommendations can be someone
else’s opinions than the recruiter’s and hence it is important to understand how biases can affect
recruiters’ decisions (Chamberlain, 2016). Already several actions, such as adopting highly
structured hiring procedures and training hiring decisions makers, have been implemented by

companies to control biases in recruitment process (Bendick & Nunes, 2012).
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3. Methodology

This chapter provides the methodology to the research, including research philosophy,
research strategy, research approach and the steps of conducting the literature review. It will

give an overview of how and why the study was conducted in its specific way.

3.1 Research Philosophy

There are in total five different research philosophies, namely positivism, critical realism,
interpretivism, postmodernism and pragmatism, to choose from (Saunders, Lewis & Thornhill,
2019). Out of all five, the interpretivist approach was found to be the most fitting to this study
as this thesis aims to understand the ways how organizations and individuals takes part in a
recruitment process and are impacted by the addition of technology. This thesis takes into
account the environment and other contexts, such as where the research study is taking place
and with those who are being interviewed. It is concluded that those factors can influence the

result of this thesis.

In addition, interpretivism view is when researchers take an approach to understanding the
world from the experiences as well as perception of those participating in it. Interpretivist argue
for the importance of understanding the context of which a research is carried out in order to
understand and analyze and be able to interpret the data which have been gathered (Thahn &
Thahn, 2015). On contrary, positivism has an objective perspective to the nature of reality.
Since non-quantitative techniques are used in interpretivism, whereas positivism requires more
the use of formalized statistical and mathematical techniques (Carson, Gilmore, Perry and
Gronhaug, 2001), positivism was considered as unsuitable for this study. In addition, in
interpretivism, interviews are considered as a suitable approach to collect data (Carson et al.
2001).

3.2 Research Strategy

There are two main strategies one can adapt to their research, namely qualitative and
quantitative. Qualitative data is based on meanings that are expressed through words (Fossey,

Harvey, McDermott & Davidson, 2002), whereas quantitative data implies meanings that are
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evolved from numbers (Saunders Lewis and Thornhill, 2009). This thesis aims to gain real
specific data in the terms of information and not numbers a qualitative research seemed more
fitting. Collis and Hussey (2014) describe qualitative data as transient and it is often used with
an interpretivist methodology. Qualitative data can be gathered through online questionnaires
or profound interviews and then allows researchers to develop a theory from the data collected
(Saunders et al. 2009; Bryman & Bell, 2011). In turn, quantitative data that is often precise
(Collis & Hussey, 2014) there are different techniques such as statistics, charts and graphs

available to examine and analyze the collected data (Saunders et al. 2009).

According to Sanders et al. (2009) qualitative analysis is useful when the researches’ objective
is to grasp individual’s personal traits such as behaviors, opinions and values. In addition, in
situations where researchers are interested in examining reasons and meanings behind specific
decisions and actions, qualitative analysis are appropriate (Sanders et al. 2009). Bryman and
Bell (2011) states a qualitative study being more flexible than a quantitative research and hence
allows researchers to acquire more in-depth information. Based on these overall advantages of
qualitative analysis, it deemed better for our study instead of that of a quantitative study.
Qualitative research will allow this thesis to be able to gather information through limited
amounts of interviews regarding about how Al is applied in HRM practices in different
organizations. Qualitative research approach is useful as the topic of this thesis calls for
personal information conducted from specific organizations, information which is based on

being qualitative and could not be obtained through statistical data.

3.3 Research Approach

There are three significant research approaches, namely deductive, inductive and abductive
approaches (Mantere & Ketokivi, 2013; Saunders et a. 2019) The main difference between
deductive and inductive approaches is whether the starting point of the research is theory or
data. The third approach, abductive, arose as a result by combining deductive and inductive

approaches (Saunders et al. 2019).

When using a deductive approach, the researcher begins the study with theory that is often built
up from academic literature. Then the researcher creates a research strategy to experiment the
theory based on academic literature (Thomas, 2006; Saunders et al. 2019). An inductive

approach is in the question when the researcher starts the study by gathering data to investigate
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a phenomenon and then develop and build theory (Thomas 2006; Collis & Hussey, 2014). The
third approach, abductive, in turn first allows researchers recognize themes and explicate
patterns and then either to develop a new theory or alter already existing theory that is then
examined based on collected data (Mantere & Ketokivi, 2013; Saunders et al. 2019). Based on
the descriptions of the three above mentioned research approaches, an inductive approach was
chosen to this study being to most appropriate approach. This is because the study aims to
explore impacts of technology on acquisition of human capabilities through recruitment and
this effect on organizational effectiveness which when comparing the approaches is the most
suitable to be conducted with the inductive approach. The inductive approach allowed the
authors to gather data from the beginning about how Al impacts HRM and recruitment, which

were able to later compare and support with the help of established theory.

3.4 Conducting the Literature Review

In this thesis it was chosen to do a thematic literature review where main topics and issues have
been picked out from scanning over past literature covering the topic of Al in HRM and more
specifically the recruitment process. The purpose of using a thematic approach to the literature
review is that it allows for a clear and simple overview of what the previous research have
covered in relation to the issue which this thesis aims to explore. As a thematic literature review
has a focus on covering a specific topic and the themes emerging from that, it seemed the most
fitting for this thesis in order to explore recruitment and technology within HRM (Broadhurst
& Harrington, 2016). The themes were identified by seeing the main ideas written about in
previous journals and from there categorizing it into areas of interested which would best

capture and describe what had been previously researched.

The key words were used when searching for literature was “Artificial Intelligence” “Human
resource management” “Recruitment process” “Al in HRM” and “Technology & HRM”. A
wide selection of journals covering the independent topics of interest was found, such as
Artificial Intelligence, Human Resource Management and the recruitment process. Based on
journals covering the use of Artificial Intelligence in Human Resource Management was found.
When searching for papers it was chosen to focus on some of the more recent papers in order
to be sure of a relevant research problem, however it was made sure to conduct a comprehensive
search on all existing literature to make sure not to miss any of the key concepts or theories
within the subject. The papers will guide this study to identify what topics have already been
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covered by previous literature and where in the research there is a gap that could be filled or

expanded on with this study.

Key journals were searched with the help of Primo search and Google Scholar, where it was
also checked what sources some key journals which had found had cited to be sure the most
relevant and up to date journals had been found. To check the validity of these journals, journal
ranking systems, such as Scimago Journal and Country Rank and Academic Journal Guide were

applied to be sure the journals had a good score.
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4. Method

The purpose of this chapter is to provide the method to the topic covering how data was
collected for this study, the process of doing so and how it was analyzed in order to fulfill the

purpose of this study.

4.1 Data collection

4.1.1 Data collection method

There are different methods one can apply when conducting research, many may seem good
but not all is fitting to each research purpose. Some of the most common methods for a
qualitative study, as this thesis is, include observations, focus groups or interviews (Gill,
Stewart, Treasure & Chadwick, 2008). The reason interviews were chosen and not focus groups
or observations is because interviews would allow for specific insights in the industry on a
personal level where the opportunity to reach out to gain additional information would be
possible. Observations would not have been efficient for this study as it only bases around
spending longer time looking at and taking notes of a process, as for this study it would imply
conducting observations of how Al is implemented and carried out within company’s
recruitment process (Gill et al., 2008). Once qualitative data is gathered with sufficient time to
carry out analysis and transcription in detail, it will give better insights to the topic of this thesis

compared to that of quantitative data.

4.1.2 Data collection process

The data was firstly collected by choosing the type of companies that was desired, reaching out
to them and setting up a date for an interview. Thereafter the planned structure for the interviews
took place. The questions were determined based on three different aspects. The first aspect
was based on general questions of the interviewed professionals and the other two aspects was
based on aspects identified from the literature review. The two aspects include questions
relating to application of Al in HRM and questions relating to challenges and benefits of Al in
recruitment. The interview guide to this can be found in Appendix 1. The data collection took
place roughly one and a half month into the started research and was conducted after a full
frame of reference had been finished. This ensured that the ideas from previous researchers
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within the line of research had been covered and to establish what research could expand on.
All interviews began by asking each interviewee if it was allowed to record the interview in
order to capture what was being discussed. All the data was later transcribed and analyzed

through the chosen method for data analysis, which completed the collection of the data.

4.2 Research process steps

4.2.1 Choice of companies

The companies used in this thesis were chosen based on their work within the area of Al in the
recruitment process. Those who were reached out to was companies who either actively use Al
software within their recruitment process, or companies who are developers of Al software for
organizations to implement in their recruitment. In this way, a wide range of information was
gathered from different perspectives. There was no delimitation locally to Jonkoping or
Sweden, as implementing Al within HRM is a rather new subject. This implies that there is
limited amount of companies, especially within Sweden, who actually implement Al in

recruitment.

4.2.2 Interviews

According to Collis and Hussey (2014) an interview is a primary data collection method where
researches have chosen participants to answer questions about what the chosen participants do,
feel and think. Interviews as a data collection method is suitable under an interpretivist
paradigm and during the interviews the purpose is to probe data about individuals’ opinions,
attitudes, feelings and understandings. Under semi-structured interviews, researchers have

developed questions for the interviewees in advance (Collis & Hussey, 2014).

An online, asynchronous, in-depth interview can be conducted (Meho, 2006). Meho (2006)
mention that an asynchronous interview that is in general conducted through email, is different
from e-mail surveys, being more semi-structured. Meho (2006) have listed several qualitative
studies that have been conducted through e-mail interviews. Persichitte, Young and Tharp
conducted a study in 1997, where the researchers interviewed six education professionals by e-
mail about the technology used at work. In 2004 Lehu conducted in-depth interviews with 53

top-level managers and executives about the brands age and how managers relate to them
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(Meho, 2006). In this thesis, the answers received by email were as comprehensive as the

answers received during the telephone interviews.

Eight semi-structured interviews were conducted since the aim was to gather opinions and
experience about the impact of Al in recruitment from professionals within the field of HR.
Due to differences in locations, countries and time zones, seven interviews were conducted
through either telephone or Skype. The overview of these interviews and their duration can be
seen in Table 1. From the request of one participant, one of the interviews was conducted
through email. The same questions that was asked during the telephone and skype interviews

were sent out to this specific company by email. All interviews were conducted in English.

Interviewee Title Work Date of the Duration Gender Location of
experience in interview (min) the company
HR or
recruitment
(years)
Professional 1 The Founder 4,5 4.3.2019 49:31 Male Luxemburg
Professional 2 CEO, Sales 4 6.3.2019 40:32 Male Finland
Professional 3 Director of 5 6.3.2019 37:15 Male United States
Solution
Management
Professional 4 Global HR 14 7.3.2019 19:28 Female Finland
Concept Owner
Professional 5 Business 10 7.3.2019 48:25 Female Ireland
Development
Director
Professional 6 CEO and Co- 4 8.3.2019 36:02 Male Finland
founder
Professional 7 Global Talent 16 28.3.2019 49:40 Female Sweden
Acquisition
Manager
Professional 8 HR Manager 10 11.3.2019 In awritten | Female Finland
form

Table 1: Information of the interviews

4.2 Method for Data analysis

The method that was chosen to analyze the data with was thematic analysis. This method was
chosen based on the initial research paradigm of interpretivism, as thematic is a well fitted
method for this paradigm (Peterson, 2017). Thematic approach is based on narrowing down the
qualitative data, for an example by coding the interviews which has been conducted, and from
that pick out the emerging themes. A thematic analysis is very flexible in its nature and is
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therefore applicable to many research areas (Maguire & Delahunt, 2017). The themes identified
through the thematic analysis will be acting as the main points of data analysis and contrasted

to the theoretical framework as well as the chosen model.

4.2.1 Coding & Themes

To apply the chosen thematic method for data analysis, the 6-steps thematic analysis process

by Braun and Clarke (2006) was adhered. This model is described step by step in Table 2.

Face Description of the process

1.

Familiarizing yourself with your data:

Transcribing data (if necessary), reading and re-reading the

data, noting down initial ideas.

2. Generating initial codes: Coding interesting features of the data in a systematic fashion
across the entire data set, collating data relevant to each code.

3. Searching for themes: Collating codes into potential themes, gathering all data
relevant to each potential theme.

4. Reviewing themes: Checking if the themes work in relation to the codes extracts
(Level 1) and the entire data set (Level 2), generating a
thematic ‘map’ of the analysis

5. Defining and naming themes: Ongoing analysis to refine the specifics of each theme, and the
overall story the analysis tells, generating clear definitions and
names for each theme

6. Producing the report: The final opportunity for analysis. Selection of vivid,

compelling extract examples, final analysis of selected
extracts, relating back of the analysis to the research question

and literature, producing a scholarly report of the analysis.

Table 2 - Phases to thematic analysis according to Braun and Clarke (2006)

First the data gathered from the interviews was transcribed into a written form, listened and
read several times. The second step include generating initial codes from the collected data.
The pre-set codes were such as traditional recruitment, artificial intelligence, effectivity, time
management, technology, automatization, talent acquisition and human resources. Additional
codes which emerged during the analysis of the data was resources, personality traits,
judgement, communication, screening and talents. In the third phase, the identified codes were
closely analyzed and considered how to combine them in order to create a theme. In the fourth

step, that is reviewing themes, authors started elaborating identified themes. In the fifth phase
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authors generated precise definitions and names for each identified theme that will be presented

in analysis part of the thesis. Finally, the sixth phase of the model allows authors to conduct the

final analysis and write the thesis with finalized themes (Braun & Clarke, 2006).

Table 3 below shows an overview of how the themes were found and their meaning in relation

to the data that have been collected. It will name the themes and show how the themes was

identified through the process described above.

1. Themes

2. ldentification

3. Description

Effectivity in the recruitment process

Communication with candidates, time
management, data and information, speed
of recruitment, automatization of

administrative and routine tasks.

This theme describe how Atrtificial
Intelligence can be utilized within the
recruitment process in order to make if more

effective and better compare to its traditional

ways.

The application of Al in recruitment

Automatization, talent acquisition,
screening, technology, personality traits,
Al used in different areas of traditional

recruitment.

This theme describes how Al can be applied
on different areas within the traditional
recruitment process, to help automate

different tasks.

Human error and biases

Biases, judgements, personal opinions,
favoritism for personal connections,

stereotypes.

This theme describes the human errors which
exists in the traditional recruitment process

model, such as biased opinions.

Benefits and challenges of using Al

Cutting down routine and administrative
tasks, speeding up recruitment process,

training of machines and humans.

This theme describes the benefits and
challenges that the usage of Al in recruitment
brings, as well as how they should be taken
into consideration when implementing Al in

recruitment.

Table 3: Summary of the identified themes and its indicators

4.3 Research Trustworthiness

4.3.1 Validity and reliability

In qualitative research it is important to be able to convey the validity and reliability of the

conducted research. The concept of validity can also be considered as the credibility of the

research and it refers to the extent to which the arguments, interpretations and results that are

presented in the research demonstrate the subject they are supposed to refer to. Several factors

28




such as poor samples, faulty procedures and misleading measurement can deteriorate validity
in research (Collis & Hussey, 2014). Reliability in turn refers to the fact that the data that is
collected from the research can be used to describe the topic that has been explored. Reliability
implies the repeatability of findings and the reliability of the data. Repeatability means that if
someone were to conduct the same study again it should yield the same results (Collis &
Hussey, 2014).

In each study, researcher’s own values, opinions, assumptions and understanding can have an
impact on the reliability of the study. In this study, the subjective choices made by the authors
have impacted the formation of the theoretical framework. It is also apparent that author’s own
interpretations impact the results of the study. In order to have an appropriate balance with
validity and reliability, it is important to have an organized description of the research process
and hence this thesis process is described as accurately as possible. When it comes to reliability
and the repeatability of the finding, it was noticed that with the sufficient number of interviews,

the same message and points started repeating over and over again in the interviews.

4.3.2 Ethical considerations

For the research to be reliable, the trust of interviewees is important. According to Collis and
Hussey (2014), when interviewees have the possibility to remain anonymous, their identity,
insight and opinions will not be unveiled and the information received during the interview will
be handled carefully. Therefore, in this research, all interview participants are referred as
"professional’ and no names of the interviewees or their companies are unveiled to protect their

integrity.
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5. Empirical Findings

The purpose of this chapter is to provide the empirical findings from the eight conducted
interviews with HR professionals regarding the usage of Al within the recruitment process. It

will be presented according to the themes identified during the data analysis.

5.1 Overview of empirical findings

The following section covers the empirical data found for this study. The empirical findings
will be presented accordingly to the main themes which were identified through the thematic
data analysis. The themes will be presented in the following order: effectivity in the recruitment
process, application of Al in recruitment, benefits and challenges of using Al and lastly human

error and bias.

5.2 Effectivity in the recruitment process

5.2.1 What traditional recruitment have to offer

All eight professionals agreed on a few things which traditional recruitment has to offer in terms
of benefits. Some points in particular that every professional agreed on was that traditional
recruitment has the value of the human touch. This implies that there is always a human who
can interact with applicants and have a special connection with them. Some of the interviewees
argued that by having human to human interactions as it is in recruitment nowadays, it is easier
to communicate without misunderstandings. It also makes it possible to discuss ideas, both

between recruiters but also between recruiter and job applicant.

“The human touch and feeling are something which can never be replaced...people are

so comfortable with the things they know” (Professional 2)

Another point that six out of eight professionals agreed on is that traditional recruitment is an
already tested measure. For an example, having a formal interview with candidates has been
done the same way for several years within recruitment, as well as many other selection

methods. This means that these practices have a long line of existing theories and research
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underlying to it, validating their results. Therefore, there is a lot of information recruiters can
draw on and be confident in the results they get at the end of the recruitment. One interviewee
said that as traditional recruitment has been mostly successful for organizations up to this point,

not many feel comfortable changing from what is already proven to work.

There were not many opposing views that emerged about the traditional recruitment process.
Many professionals choose to just bring up the human touch as one of the only key things with
traditional recruitment. The only difference that could be seen between the professionals was
how much emphasis they put on mentioning good things about traditional recruitment. There
were three professionals who put more focus talking about the good things with having
traditional recruitment. The rest of the interviewees just touched briefly upon benefits, but most
chose to just quickly mention one or two things and then put more focus on the drawbacks.
Therefore, it can be seen as a shift where some of the professionals think there are some good
things with having traditional recruitment, whereas others are strongly drawn towards its

negatives.

5.2.2 What traditional recruitment lacks

Many of the professionals had inputs and ideas about what stopped traditional recruitment from
being the best that it could be. One of the major challenges that all eight professionals took up
and talked in depth about was the length of the recruitment process. All agreed that the current
recruitment process is very time consuming, both for candidates and the recruiter. It makes
applicants go through lengthy and complicated processes which makes candidates wait for a

long time to even get through the process.

“Traditional recruitment is time-consuming and, according to many applicants, old-
fashioned.’’ (Professional 8)

“It’s a very traditional way, I think traditional way is also very time consuming, people
still have to go through lots of steps, very complicated steps sometimes. ” (Professional
1)

Due to the traditional recruitment being time-consuming, it also makes for less time for the
recruiters to take the best decisions, which was mentioned by six interviewees. Furthermore, all

professionals mentioned that recruiters often do not have the time to communicate with
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candidates during the ongoing recruitment. There is usually no time either to give applicants a

heads up if they did not get the job they had applied for.

Another idea brought up by the professionals was that there is a lot of faking being done by
applicants. The applicants write their CV’s way better than what they actually are. With faked
CV’s it makes it hard for organizations to know that the candidate they hire actually have the
experience they say in their CV. Two of the professionals also mentioned that one of the major
problems in traditional recruitment is to find the right candidate among those who are not
actively seeking for a job, as focus usually lies in finding new talent. Furthermore, it was said
by one interviewee that candidates are easily forgotten after being rejected for a certain job
while they still have their CV’s saved in the database. Instead of these candidates being re-

discovered for a new position, recruiters look among other applicants.

Biases, racism and judgment from the recruiters are another area where traditional recruitment
lacks. Some mentioned that there can be a biased selection based on the job applicant’s age,
gender or heritage. Other biases were based on for an example if the recruiter preferred work
experience from a specific company, such as Apple. Then that recruiter would only want to hire
people who had worked there. All these biases were brought up as inconsistencies in the

recruitment process, as when biases are involved the decisions are not fairly made.

“..maybe you're just hiring a bunch of nice people, maybe your manager is hiring
people just like that, then you decrease the diversity of the talent and that harm the

performance of the team and the company overall” (Professional 7)

5.3 The application of Al in recruitment

The following section will describe in what part of the organization Al software are
implemented in the organizations interviewed. Overall, many of the interviewees agreed that
even though Al is an interesting new technology, it has a long way to go before it could be

perfectly implemented strategically.

“I do think we are at the very beginning and we are still learning.’’ (Professional 5)
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5.3.1 Pre-screening and pre-selection

It was found that six out of eight professionals actively use Al software in the pre-screening
and pre-selection process of their recruitment process. In the pre-screening part for the
companies, Al technology bases itself on the job descriptions provided by the company and
screens for possible job candidates. This is conducted by not just applying certain keywords,
but also through language and other traits used in the applicant’s submissions. The pre-
screening for four of the professionals was said to most often take place through social media
channels such as LinkedIn or Facebook. The rest of the professionals said that the screening
was conducted on applications sent in directly on a job posting. Some software also does pre-
screening by applying personality tests. The personality tests are applied to see if the candidate

has the right qualities and skills which the job requires.

In terms of pre-selection, it was discussed that Al helps give an organization all the necessary
information to select candidates that seems the most fit. One professional described the process
as the technology putting together a long list ranking the best fit candidates for a job vacancy.
This then helps the company get a basic understanding of what the Al software feel, based on
all data collected to evaluate who would actually be the best fit employee. From this, the
organization itself gets to select the candidate which they wish to hire. They can either pick
from the top ten candidates provided by the Al software or choose freely who of the candidates
put forward they want to hire. An important focus was put here by one professional, who said
that the Al software learns from the way you pick candidates. If you constantly would pick
from the top 10, the Al software will learn that these are the type of people you want and

therefore eliminate others who might be eligible for the job as well.

5.3.2 Communication with candidates

All eight professionals said that they actively used Al software to communicate with the
candidates who apply to their open positions. Some of the professionals used similar type of Al
software when communicating but for some it differed. Some companies’ software had chat
bots which took the candidates information such as name, previous job experience and similar
data. This was then converted into a CV and a job application which the Al software later would
screen through. The chat bot has a continuous interaction with the job applicant, where the

applicant can get updates and ask the chatbot questions. The Al software know itself how long
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time it has gone since the job applicant applied to the job and check in to see how the candidate

is doing and if any questions has arisen regarding the position.

“What would it mean to a candidate to have someone, does not even matter who it is or
it is even a person, to check on you, like: Hey, your interview is in a one week, do you

have any questions? Al software can enable this” (Professional 7)

Many of the professionals said that the Al software can give each candidate an overview when
a recruitment process has been finished of what qualities the candidate had or what it was
lacking in relation to the job posting. It can in detail explain why the person did not get the job.
It also allows for the job applicant to ask questions if they would still be unsure why they were

not chosen.

5.5 Benefits and challenges of using Al in recruitment

5.5.1 Benefits of using Al in recruitment

Majority of the professionals agreed that Al benefits recruiters when it comes to cutting down
routine and administrative tasks. Hence recruiters have more time to focus on the best matches.
The use of Al in recruitment help recruiters especially in the evaluation, ranking and
qualification processes of job applicants and hence it is possible for recruiters to start the
recruitment process with the most potential job candidates directly by interviewing them. When
it comes to communication between recruiters and job applicants, many of the professionals
would not mind whether the communications happen through human or Al based robot. Five
out of eight professionals mentioned that with the help of Al it is possible to speed up the

recruitment process and hence the recruitment processes become less time consuming.

Al can speed up the recruitment process and create an excellent candidate experience,
while it reduces the cost. With the help of Al it is possible to find the silent candidates

and there is more time to focus on the best matches.’’ (Professional 4)

It was also mentioned that Al allows more equal chance to all candidates for being selected for
the job due to decreased human bias. Two of the eight professionals adduced that with the help
of Al it is possible to find and notice both potentially silent job candidates and excellent job
candidates. One of the professionals mentioned the impact of Al to business’s competitiveness:
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By using Al in order to gain talent, it is possible to get better insight of the talent than

your competitors and hence increase company’s competitiveness.’’ (Professional 5)

Even it is possible that Al will replace some tasks conducted by humans in HR department, it
is important to keep the human touch in recruitment process and one of the professionals

mentioned that the purpose of their company is to bring the human touch back to recruitment.

“”HRM is very much about dealing with people, which also requires talents that artificial
intelligence is not capable of replacing at least with knowledge, for example empathy.’’

(Professional 8)

An important issue that two of the professionals brought up was the real need and benefit of the
use of Al for the company. Hence it is crucial for the companies to consider the real
effectiveness brought by Al to the organizations and ponder how the use of Al in recruitment

affects company’s effectiveness.

5.5.2 Challenges of using Al in recruitment

Some identified challenges that the Al can bring to companies are the adaptation of new
technology within Al and lack of trust. Having an adequate adaptability towards Al and having
proper tools to utilize Al are extremely important because it need to be known how to use Al

in the organization.

” Bad implementation of Al is a bias itself.”’ (Professional 6)

Several professionals mentioned that HR departments are considered as traditional and hence
it is extremely important to pay attention to the overall adaptability of new technologies. One
of the professionals mentioned that in order to gain all the benefits that the use of Al in
recruitments brings, organizations need to be able to buy Al. This implies that organizations

need to have enough time to dedicate to new technologies.

“You need to know how to use artificial intelligence correctly. Choosing the wrong way

can also cause failure.”’ (Professional 8)
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It was discussed during the interviews that several organizations consider that they want to use
Al, but they do not necessary know why and how to use it. It can be the case that the
organization do not necessary need the speed or quality brought by Al or the organization might
not even have the technical team to implement Al. An important aspect of using Al in
recruitment process is to consider how well Al can understand company’s values and whether
Al completely understands what kinds of job candidates the company is looking for. This comes
to the concept of biased machine learning and to Amazon case example that was brought up by
three interviewed professionals. It was discussed that there is a danger of biased machine
learning as was in the case for Amazon in 2015, when the company uncovered that their new
recruiting engine favored men when it came to rating candidates for software developer
positions and this Al recruiting tool showed biases against women. According to one of the
professionals, an area where Al might have difficulties is understanding cultural barriers, since
terminology varies between cultures and nations. Hence one of the most fundamental
challenges of using Al in recruitment that was discussed during the interview is how to train

people to train machines in order to avoid biases.

5.5.3 Human error and biases

Majority of the professionals agreed that Al can be a tool to help when it comes to unconscious
biases in recruitment, but not solely solve or remove them. However, three out of the eight
professionals agreed that Al is a right tool to solve unconscious biases and actually one of the
core purposes of Al based recruitment is to solve these biases. One professional stated that Al
can solve unconscious biases. This is because the way an applicant’s CV is written or the quality

of their CV does not matter, if the applicants have the skills which are stated in their CV.

On contrary one professional hoped that Al will not completely take away biases, since in
certain situations a job applicant might be suitable for the job position based on his or her
passion or attitude and not solely based on the work experience she or he has. In these situations,
Al might not recognize the motivation, but only the amount of work experience and other
qualifications and hence it is good if recruiter’s own opinion matter. However, the same
professionals agreed that Al can greatly improve and help with these biases. However,
recruitment must always be legal and there are also laws that requires recruiters to act equally

and non-discriminatory in all areas.
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6. Analysis

The purpose of this chapter is to provide the analysis to how Al can be implemented in the
traditional recruitment process model, which will be done by contrasting and comparing ideas

gathered from the empirical data as well as previous research.

6.1 Al in the traditional recruitment process model

The many theorized models of the recruitment process by authors as Muller and Baum (2011),
Thebe and Van der Waldt (2014) and Breaugh (2008) are able to give an overview of how
companies have been carrying out traditional recruitment up to this day, and what way they
have been able to benefit companies. Out of these, Breaugh (2008) is a main model which is
looked upon, however it does not cover the aspects of technological developments such as Al.
Therefore, following will be an application of how each step would be carried out in the
traditional model if Al software were implemented instead. An overview of these steps and how

Al applies in the traditional recruitment process model can be found in Figure 2 below.

v v

Recruitment Objectives Strategy Development Recruitment Activities Recruitment Results
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Figure 2: Overview of Al in the traditional recruitment process model developed from

empirical data.
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6.1.1 Recruitment objectives

Recruitment objectives being the first and initial step in the proposed recruitment process model
by Breaugh (2008), it is argued that there needs to be set goals for the recruitment which should
be aligned with what result the company want to achieve. This would make the recruitment
objectives a section in the recruitment process with the need of humans, as different forms Al
technology cannot replace a company’s own values and its future orientations. Recruitment
objectives also contains the detail of who they should hire, and for an example what type of
knowledge and education the company wish for the applicant to have (Breaugh & Starke, 2000).
The recruitment objectives are very personal for every individual company, some objectives
might be to try to gain the highest number of applicants for an open position, while others might
have their objectives to influence their post-hire outcomes from the recruitment (Rynes, Bretz
& Gerhart, 1991). By the importance of these decisions and the underlying meaning the
objectives have for the recruitment process, one could argue that these objectives have to and
should be set by the leaders of an organization. Al is not able to replace the human mind and

the importance for human touches in this stage of the recruitment process.

“Al is not meant to replace all roles of a human recruiter within the recruitment

process, I can see a future where it might replace some but not all functions.’

(Professional 1)

It is described in detail when a company develops Al software that this software is not meant
to set certain objectives for the company, but rather work as a tool to later in the recruitment

process help achieve the strategic objectives set.

“The organization(s) creates own objectives and goals for the recruitment which the Al

software later help achieve through the recruitment process” (Professional 5)

When discussing any type of organizations and its way to success, clear objectives is one of the
first thing a company needs (Zviran, 2015). The recruitment objectives are purely factual things
aligned with the core of an organization, which is not something that can be replaced by a robot
with machine learning. This is because such a replacement would not be to any gain or give an

increased effectiveness as Al is programmed to do and learn what the humans want it to. An
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organization can have any different types of objectives that they wish to achieve, but Al would

not be able to set these types of objectives.

“Hiring decision are based on people...” (Professional 7)

The Al software would miss the mark for what is important objectives for the organization and
therefore in this phase of the traditional recruitment process model, the human should be the

one handling it.

6.1.2 Strategy development

The strategy development is where recruiters are taking a decision on how they are planning to
reach out to the candidates they wish to hire, and who exactly these candidates are. It basically
answers the questions of who to be recruited, when, where, how, through what sources and
what message to portray to the job applicants (Breaugh, 2008). In earlier studies as suggested
by Barber (1998) the recruitment generally consists of gaining applicants, retaining the
applicants and to influence the decision to take the job. This in large connects to each company
having to make decisions on who it truly is they want to hire and the characteristics this person
should behold to be the best fit hire for the job vacancy (Breaugh & Starke, 2000). The strategy

development should be aligned with whatever objectives an organization is trying to fulfil.

From the conducted interviews it became apparent that the strategy development is another
point where there is an important need for the skill sets and capabilities inherent in humans,
which cannot necessarily be directly substituted by Al. Al can be implemented to a smaller
extent, for an example choosing the most suitable strategy to achieve the set objectives.

However, this is still a stage which needs to have the overseeing of a human.

”I believe Al will definitely be able to replace areas of HRM and the recruitment
process, but not everything. Al is not supposed to take the human out of recruiting either

so some function shouldn’t be aimed to be replaced either” (Professional 1)

When discussing the strategy development, none of the interviewees put any deep focus on
discussing the strategy as a possible area to implement the Al software. This does not have to
imply that it cannot bring potential benefits by automating best strategies based on online

searches to fit the set objectives of the organization. However, no interviewee brought this up
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as something they consider to do, as of this moment due to the technology being in such a

beginning phase.

”We adopt the Al software mainly in pre-screening, pre-selection, and other parts
where we feel that we don’t need a human as much... we strongly believe there’s certain
things in the recruitment process that Al can't replace...these could be face-to-face

interviews and assessment” (Professional 4)

6.1.3 Recruitment activities

Found from much of the data collected and similarly to ideas brought up by previous researchers
(Kaczmarek et al. 2005; Dickson & Nusair, 2010), Al technology can be useful when
implemented in the right section(s) of the recruitment process. This can be such as the
recruitment activities. Through the recruitment activities the company communicate a message
about an open job vacancy to the applicants, which is why the activities carried out needs to be
easy and clear to understand (Barber, 1998; Breaugh, 2008). There are theorized many different
ways for which the recruitment activities and its intent can be made clearer, however none so
far have covered the implementation of Al in this (Chaiken & Stangor, 1987; Ambrose & Kulik,
1993; Tybout & Artz, 1994). During this stage in traditional recruitment according to interview
data is where Al software works the best. This is because most of the job is to gather initial data
of the candidate, carry out communication and get an overview of who the possible candidates

are for the job.

“Al software tools works the best when they are implemented in the beginning phase of
the recruitment process, where there’s more administrative task and not a need for

humans” (Professional 3)

One major recruitment activity is pre-screening and pre-selection. As Stoilkovska et al. (2015)
states, one of the first things to do is to look through candidate profiles, establish a pool of
possible candidates and later have a selection process where they further narrow down who is
the best fit candidate. As argued by Upadhyay and Khandelwal (2018), Al is a perfect tool to
help replace these type of routine tasks screening and selection tasks. This is supported from
interviewed professionals who said that the software can determine, identify and select the best
qualities from a candidate with less time than any human could. Al software used in pre-

screening can also make a qualified matching of appropriate candidates based on wider search
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parameters (Faliagka et al. 2012). The Al software helps recruiters as well by ranking them
according to who is the most fit for a certain job, this is presented as a ranked list with top
candidates on top which the company gets to do their selection from on who they further want
to bring to an interview. This is an idea argued for by Leong (2013) and are supported through

respondents from the conducted interviewees in this study.

“What is very specific is that we apply Al on screening all the candidates. We can see
profiles based on CV but also on personality traits, and we are able to say: that’s a
great profile compare to what you require in the job description, and we can say if it’s

great or average of weak in comparison to the job description too. (Professional 1)

“Al is able to retrieve/sort applications with desired keywords and criteria without
having to read each application immediately. Al is able to assess the suitability of a

person according to the set criteria.” (Professional §)

A problem which could arise when using Al software is how to validate the data that the Al
provides. This could make it difficult for a company to be really sure of the results of Al without
having to have test runs before it is implemented as a part of their recruitment process. However,
not all companies mention the validity as a big problem, most still thought that what they got
out from having Al software instead of people in their recruitment activities gave them better
results in the end, and that they got better candidates being hired. It is still important for every
company to consider as they might have to do tests to in a way try to validate and be sure they

are getting a better candidate compared to traditional recruiting.

“They would take inputs and information and help streamline CV’s that the recruiters

Would look at...however they couldn’t validate the results from it” (Professional 7)

“We are currently testing out the software to see where we can fit it in the
best...currently we are looking at implementing it in reaching out and ranking
employees...it’s still very new but so far we are happy with the results it is providing to
us” (Professional 2)

Another recruitment activity is talent re-discovery, which is a key element that easily is lost in

the traditional recruitment process as the focus usually lies on finding new and exciting talent
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(Stoilkovska et al. 2015). Talent re-discovery was put in focus especially from one interviewee,
who stated that there are many candidates applying for a certain position but does not get it.
These candidates then get lost in a database and are forgotten about. Instead, by implementing
Al software the talents that have been dealt with previously can instead be re-discovered for
open job positions. In this way, by implementing Al, a company is able to re-use data and
information about that specific person, which saves the company loads of time having to go

through new applicants.

“What artificial intelligence can enable, in my experience with it, is talent re-
discovery...l think this is very important for any company because they might be really

good contenders for a job vacancy.” (Professional 7)

Communication with candidates is also a sort of recruitment activity carried out in this stage of
the recruitment process. It is where contact is established and data is collected by recruiters.
However, it is also an area which is not exploited properly in traditional recruitment due to the
limitations of recruiters’ experience in terms of time (Carroll et al. 1999). Barber (1998) argues
that the communication that a company carry out to its applicants needs to be clear so that the
message can be understood. This implies that when the communication does not get the right
amount of time given to it, the job applicants might not be aware of why they should apply to
work there. This in turn could eliminate possible candidates who would want the job but due to
no communication would choose not to apply or lose interest. For any company, this would be
a loss of assets to the company. Due to these limitations other solutions are necessary to
consider. As most interviewees argued when talking about communication, they believed Al
would perfectly be able to replace the human and carry out a strategically smarter and more
convenient communication. They believe that by replacing communication with an Al chatbot
or Al software they would be able to check up on how the applicant is doing during the process.
The Al software can carry out communication with several applicants at once whereas a human
recruiter only can do a limited amount in order to keep track of everything. Therefore, with
literature emphasizing the importance of clear communication it becomes apparent that Al
could be a tool enabling companies to better reach out and keep contact with those searching
for a job. This information from primary data collected was in line with what some researchers
has said about benefits with Al, such as Dickson and Nusair (2010), where they argue that a
larger pool of candidates is reached out to and communicated with through the implementation

of Al software.
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“Al can replace routine tasks...the software is able to communicate with those who
apply and take their initial information and provide information regarding the job...it’s
such a smooth system where the candidate do not care if it's actually a person they are

taking too” (Professional 6)

6.1.4 Intervening job applicant variable

Within a recruitment process it is important to not only mention the organizations view but also
the job applicants view, as brought light upon by Acikgoz (2019). The current intervening job
applicant variable without the implementation of Al is when the applicant has a say about how
credible they think the message the company is sending, how much attention the applicant pays
to the job, what expectations the applicant has, and the overall interest of the applicant
(Breaugh, 2008). These variables are of importance because they focus specifically on the job
applicants’ characteristics and their own choice. A recruitment process is not, and should not,
be solely focused on what the company does but also consider that of a candidate to most fairly
represent a successful recruitment (Acikgoz, 2019). Aligned with this is ideas talked about
through interviews where most of the professionals said that when they are implementing Al

software they want to focus on how the job applicant can benefit from it as well.

“The recruitment process should be easy to go through...it doesn’t help the candidate
experience if they have to go through so many steps to even apply...it could even make
candidates less willing to apply. I strongly believe that Al can help our recruiters get
better contact with our candidates and also give them more of a chance to express

themselves... ” (Professional 2)

In this part of the recruitment process the Al software should enable the candidates to show a
truer picture of themselves. With Al in this intervening job applicant variable the candidates
can get a chance to present themselves more in-depth, in a way which is easier and more
extensive in its nature compared to the one existing in the traditional recruitment process
(Breaugh, 2008). Therefore, applicants gain the opportunity to voice themselves and take a
stand in accordance to the job that is being offered. The Al software enable the applicants to do

so more than what traditional recruitment can offer.
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“We also offer candidates to apply in a modern way by offering more information about
themselves, not only CV... you are able to show your personality traits, to film yourself,
to show more about yourself and be judged on the person you are and not only the

person you are on a CV. Which we believe is not enough. (Professional 1)”

Additionally, in this stage as Breaugh (2008) model states, the job candidate gets the
opportunity to early on take a step and decide if they want to engage further in the process or if
they are uninterested in the position. With Al, it would allow for information to reach the
applicant faster which would make them be able to take an informed decision about it they are
truly interested or not in earlier stage of the recruitment process. Therefore, Al can eliminate a
lot of candidates who are not interested and cut them out from the candidate pool making it

lower number of applicants to have to select from by the recruiter later on.

”Candidates get the opportunity to say yes I am interested in this position or no, I don’t
want this position any more. Al makes it easier not only for the company looking for a

person to hire but also for the applicant searching for a specific job” (Professional 4)

The intervening job applicant variables gets faster in speed with Al and the evaluation can be
more detailed and truer to fact compared to how it is traditionally conducted. As a professional
mentioned in an interview, an ineffective recruitment process also impacts the experience of
the candidate, so to not let this happen and make the applicant feel more inclined to apply for
the job Al should be implemented.

“If you have an ineffective recruitment it affects your company in many ways...it means
you won't have a great candidate experience...that then impacts how people think about

your brand and if they want to represent your brand” (Professional 7)

6.1.5 Recruitment results

The recruitment results in a sense is connected with both the need for an implementation of Al
software and human recruiters. The end results after a human recruiter has taken a decision of
who should be hired can easier be communicated back to candidates with the help of Al
software. This could be the same type of software and chatbots which have communicated with
the candidates earlier on in the process which then tells who passed and who did not. With the

Al software implemented candidates can get detailed feedback on what they lacked for the
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position. This enables happier candidates as they would not only hear back from the company
but also know why specifically they could not get the position. Al cannot fully take over the
recruitment results part of the recruitment process model due to the major part of it is lying in
the humans making the final decision on who is hired. However, throughout the process Al can

work as a tool to help ensure that an organization gets the recruitment results that they desire.

“Largely the end results of your recruitment depends on the tools that you have
available and how you utilize these...for an example Al can be a very helpful tool in you

use it correctly.” (Professional 6)

The overall determination of a successful recruitment is dependent on the organization meeting
the recruitment objectives they set out to in the beginning of the process, and if they now feel
that they can select a candidate who fit the job description. It is a very subjective view of what
implementing Al in the recruitment process actually mean for each organization. In addition,
each organization need to decide if these extension and improvement to the recruitment process
is something which they are in a need of and if it will make their recruitment better for both

recruiters and job applicants.

“The true measure of quality...are you getting better quality because of Al? Those are
the things...as an institute we are just now starting to see the result of that.”

(Professional 7)

6.2 Implications of using Al in recruitment for organizational effectiveness

According to Stone et al. (2015), even information technology has impacted the processes and
practices of HRM largely, little research had been conducted and examined about its
effectiveness for organizations. Interviewed professionals mentioned that there is barely a firm
that uses Al in each part of recruitment, but rather in a few parts of their recruitment. The real
effectiveness and real need of using Al in recruitment was brought forth by several interviewed
professionals. It is crucial for companies to consider what is beneficial for them and what is the
real need of implementing Al in their recruitment process. It also needs to be considered what
the main driver of the company is and what they are trying to achieve, because this will in turn

determine if the effectiveness that Al may give is truly what the company also needs.
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“Is it actually a benefit to be able to hire people just in one day?’’ (Professional 3)

“From an HR perspective, is efficiency my main driver? We're in a dangerous place
where if we over simplify the work and we say it’s all about efficiency, then we start
removing the strategic influence that recruiting teams have which are making sure we

are getting really great talent.” (Professional 7)

Companies should be able to determine what effectiveness implies for them. The following

statement is an example how effectiveness can be seen in a company:

“Due to Al, we can read CV’s in twelve different languages now so you can have the CV in

French and have the job in German or in Spanish.’’ (Professional 5)

This statement describes the effectiveness in a way that processes which before required human
intelligent and included several separate and time-consuming parts, can now be conducted by
Al tools in much shorter time. In addition, effectiveness can imply a decrease in the amount of
time spent in recruitment process. This type of effectiveness was examined in the Hilton hotel
case example, where Al based video interviews was able to cut down the recruitment process
from 42 days to 5 days (HireVue Case Study, 2017.)

The real implications of Al based recruitment needs to be considered in the terms of
effectiveness and utility. In addition, it was emphasized during the interviews that organizations

need to carefully consider in which parts of their HRM functions Al is needed:

“I do believe that Al can make the recruitment process more efficient and accurate, but it
is rather company-specific and I think that every company will have some different what
they need about of Al and different types of effectiveness they are targeting.’” (Professional
7)

“In order to have all the benefits that the use of Al in recruitment brings, organizations
need to be able to buy Al and they have to have the time to dedicate, because many
organizations think that they want to use Al, but they don’t know why. Probably they do
not need this speed or quality and they might not have the technical team to implement
Al.”’ (Professional 5)
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In addition, Zang and Ye (2015) bring forth studies stating that even if new technology makes
HRM more efficient and accurate, there is a risk of HR analytics being only a transient trend if
the technology transformation does not manage to become a continuous part of management
decision-making (Rasmussen & Ulrich, 2015). Adaptability of companies towards Al was
discussed during the interviews and hence training of people, machines and robots about new

technologies and Al was emphasized.

“There should be greater focus on what is the thing we need to change in the organization
on the long-term level and let’s help in identifying how we train machines as well people
to identify the right skills of individuals to succeed the company for the long term.”’

(Professional 3)

“Teaching different robots takes time, but I also believe that the use of recruit-robots will

increase as long as enough information is available behind them.’’ (Professional 8)

“In the future it should focus more on the training of machines as well as well people to
recognize the talent bearing in the mind the long terms objectives of the organization.’’

(Professional 3)

In order to get the most benefit out of Al based recruitment, companies should have the
adequate tools to train people and machines. It is the most certain way to assure the
effectiveness that Al based recruitment can bring and a way to assure that Al based recruitment

is not only an ongoing trend (Rasmussen & Ulrich, 2015).

It needs to be considered when implementing Al and pondering its implications for
organizations, that not Al do not work exactly similar to each organization. The results and true
implications are very subjective and up to every individual company, therefore it also need to
be treated as such. If Al gives very good results in a certain part of a recruitment process for
one company, it is in no way a verified measure that the exact same thing will work in another
company. It could, but there needs to be an adaptability with the software and an awareness of

this factor.
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“One size does not fit all, you cannot have one and the same process and one and the

same tool and expect it to work for everybody” (Professional 7)

6.2.1 Benefits of using Al in recruitment

Previous literature and studies have managed to identify several benefits of utilizing Al in
recruiting. Upadhyay and Khandelwal (2018) points out that before repetitive tasks were
conducted by human recruiters, but Al will make some of the recruitment processes obsolete.
Now recruiters can delegate these repetitive tasks to Al systems and recruiters have more
resources to strategic issues (Upadhyay & Khandelwal, 2018). Among the interviewed
professionals, the abolishment of routine and administrative tasks was mentioned as being the

most remarkable benefit.

Al helps recruiters to cut the routine tasks down and they can start directly interviewing

candidates.’’ (Professional 2)

” Recruiting becomes less time consuming when it comes to screening through applicants
and here Al help recruiters to identify talented job applicants by doing short lists.”’
(Professional 3)

According to Dickson and Nusair (2010) the use of Al in recruitment enables recruiters to reach
larger candidate pool and decrease the amount of paperwork. Leong (2018) mention candidate
ranking as being one of the remarkable benefits that Al based recruitment brings, allowing
recruiters to spend more time on the best talent management candidates. Ranking of candidates

was also seen as an important benefit according to interviewed professionals:

“Phases where Al is beneficial are ranking of the most suitable applicants and assisting
in communication. In my opinion, artificial intelligence and traditional recruitment are the
best solutions when used together. Recruitment must also be personal and have individual
attention, where the role of the recruiter is central. With the help of Al, the recruiter has

more time for this.’” (Professional 8)

The communication between job candidates is seen as an important part of recruitment and with
the help of Al it is possible to improve the communication channels. When it comes to

connecting to candidates, it can be stated that Al systems facilitate the communication between
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candidates and recruiters, because Al systems allows to contact candidates through the web,

social channels and mobile platforms (Upadhyay & Khandelwal, 2018).

“’AI will be used more and more in HR departments in the future, especially in the

communication with applicants.’’ (Professional 2)

When it comes to interaction between candidates, it was considered important by one
interviewed professional that candidates should be engaged regularly in recruitment process,

not only when informing the results of the process.

“Candidates do not want to be in the black hole, they want to feel engaged.”’
(Professional 7)

“Al can help in the interaction with candidates and “'warm up’’ them for the interviews

(by checking up on them through messaging).’’ (Professional 7)

6.2.2 Challenges of using Al in recruitment

Adaptability towards new technologies and Al was considered as a remarkable challenge that
Al entails by interviewed professionals. This view goes in the line with Martincevic and Kozina
(2018), since they argue that it almost impossible for organizations to operate successfully
without any level adaptation of new technologies. The ability to adapt new technology in
organizations determines largely how they are able achieve their market competitiveness
(Martincevic & Kozina, 2018). During the interviews, professionals discussed the importance

of firms’ adaptability towards new technologies and how Al understands company’s values:

“’Adaptation of Al to innovation is definitely one of biggest challenges, since HR

departments are considered as quite traditional part of the company.’” (Professional 1)

“The benefits are there, but companies need to dedicate the time in order to make these

benefits to shine.’” (Professional 5)

“How well Al can understand company’s values or understand what kind of candidates

the company is looking for?’’ (Professional 4)
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Other important entirety of challenges that Al-based recruitment entails is unconscious
discrimination during hiring processes by organizations (Stuart & Norvig, 2016). This was also
noticed from one of the professionals with the notifications that companies should be able to

train people and machines to avoid these biases.

“The biggest challenges for Al are programmed and training biases, as can be noticed

from the Amazon example.’’ (Professional 3)

However, according to Upadhyay and Khandelwal (2018), Al systems can be programmed to

avoid unconscious biases in recruitment process. The authors argue that skill shortages are one
of the largest challenges in hiring industry. Even though Al-based systems are extremely
beneficial at recognizing talent, but there are still some activities that should be conducted by
humans, namely activities such as negotiations, appraisal of cultural fit and rapport building
(Upadhyay & Khandelwal, 2018). This argument is in the line with one of the interviewed

professionals agreed that Al might have difficulties when it comes to cultural differences:

“Language biases and cultural understanding of machine are also challenges for AL
An area where Al might have difficulties is understanding cultural barriers what
terminology is and how information is presented in certain country or culture.’’

(Professional 3)
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7. Conclusion

The purpose of this chapter is to provide the conclusion to the topic of Al within recruitment
and in which specific areas of the traditional recruitment process Al can be applied. It will also

provide conclusion to the two research questions of this study.

The major conclusion of this study is that even though application of Al in recruitment is
relatively new, it is an increasing area in HRM. It can be drawn from this thesis that the real
need of implementing Al should be carefully considered beforehand by organizations. In order
to do that, the implications for organizational effectiveness are important to study. Hence the

conclusions are provided separately for each research question.

To answer the first research question of what is the current state of Al in the recruitment
process, we draw a conclusion from the empirical data applied on the Breaugh (2008)
recruitment model. It was discovered that Al can be utilized mainly within three out of the five
stages of Breaugh’s recruitment process model at the state which the technology is at right now.
There was not found to be any direct connection with Al in the remaining two stages due to the
greater need for human capabilities and the human touch. Al is believed to be able to replace
administrative tasks in both HRM but also especially within the recruitment process in the
recruitment activities, intervening job applicant variable and the recruitment results. In these
parts Al would extend on the traditional recruitment process and be able to provide a more
extensive alternatives for both the company and job applicants at the same time it gets both
faster and smoother. By using Al software in the traditional recruitment process a company
could possibly see results in their communication with candidates, larger candidate pool, re-
discovery of lost talents and overall improved recruitment results. However, the usage of Al
software within these areas of the recruitment process must closely be examined individually
by each company to see if the way Al is exploited in recruitment is something which is a
necessity for their company. Even though Al can be exploited in many areas of a recruitment
process not every company actually have to implement Al in each of the three areas. Some
companies might choose just one or two of them depending on what the company is struggling

with the most with and could gain from having Al instead.
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To answer the second research question of what impact can Al make on the traditional
recruitment process, the empirical findings from the eight interviews were combined and
compared with the material found from the literature. Firstly, it can be concluded that the main
benefits Al brings to traditional recruitment are the speeded quality and removal of routine
tasks. On contrary, the main challenges identified were technological readiness of
implementing Al and how people are trained to receive Al. Certain downsides due to Al being
in such beginning stages which makes it less implementable in the whole recruitment process
and can make for questionable results in terms of its validity. Several interviewees brought up
the importance of real need and effectiveness for organizations when it comes to implementing
Al in recruitment. As it takes a lot of time to implement Al in the recruitment process and see
the gain in effectiveness, every organization needs to be aware of the costs and see if they really
need the implementation of Al. This thesis has discussed in detail in which parts of the
recruitment process Al is most suitable to be implemented by using the existing recruitment
process model by Breaugh (2008). Hence organizations gain an insightful picture about the

effectiveness of using Al in recruitment, which the previous literature lacked.
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8. Discussion

The purpose of this chapter is to provide the discussion to the thesis and discuss the different
aspects of contribution, limitations and some suggestions for possible future research to

explore on the topic of this thesis.

8.1 Contributions

This thesis was conducted to investigate the application of Al in recruitment and its
implications. The thesis was conducted by using the recruitment model by Breaugh (2008) and
this thesis allows researchers to use the extended recruitment model created in this thesis in any
research relating to the application of Al in recruitment. It helps researchers and managers to
consider in which parts of the recruitment process Al can be applied the best while receiving
as high positive implications as possible. Furthermore, it was found from the empirical findings
of this thesis that the amount of companies applying Al in their recruiting is relatively low. This
thesis contributes to companies that are either at an early stage of implementing Al or
considering whether to implement it at all. This thesis discussed the benefits, challenges and
implications to organizational effectiveness and hence companies that are interested in using

Al in their recruitment can benefit from this thesis.

8.2 Limitations

Since the application of Al in recruitment is relatively new and low especially in Sweden, there
is a limited availability of companies implementing Al in their recruitment process or
developing Al recruiting software. This makes it hard to gather an extensive research, since
majority of the companies use Al only to some extent in their recruitment process. Even Al as
a topic has been researched lengthy, without a sufficient amount of companies that use Al
proper in their recruitment, it limits to explore the real effectiveness and implications that Al
entails. In order to make this study applicable, the amounts of interviewees could be higher.

However, similarities and differences from the interviewees’ responses could be drawn.
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8.3 Suggestions for Future Research

As has been noticed in this thesis, the application of Al in recruitment is still a relatively new
topic. In order to form a better picture of the topic, it is important to conduct more researches
in the future relating to Al. In this thesis, empirical findings were conducted from several
countries, but when there will be more information available about Al, a country-specific
research could be conducted. In order to receive a broader perspective to this topic, companies

that do not yet use Al, but are willing to use it in the future, could be included to study.

In addition, it could be explored by using a quantitative approach, how the decisions in
recruitment made by Al have impacted company’s success and turnover in numerical terms.
Since there occurs trust issues when it comes to Al job applicants’ perspective and experience
of Al based recruitment could be studied in order to get more perspectives to this topic. Biases
and discrimination that occurs in recruitment have been discussed in this thesis. Hence in future
it could be studied if Al has been able to eliminate gender biases and discrimination among job

applicants.
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Appendix 1 - Interview guide
Interview questions asked to the companies.

General questions:

Please tell us your name and a little about what your organization do.
What is your specific role in the organization?

What have you worked with in the past before your current position?
How long you have been working in HRM or in recruitment?

What experience do you have working especially with Al?

How does the recruitment work within your company?

Questions relating to application of Al in HRM:

What do you think are the current benefits or challenges with traditional recruiting?
What do you think the effects are of an ineffective recruitment process within an
organization?

How does the application of Al within recruitment work? What does the
program/software do for yours/others companies?

« Inwhich function of the recruitment process are you implementing Al/your
software? (Pre-screening/pre-selection, communication with applicants,
organization during recruitment etc)

Why does your company implement Al or develop Al recruitment software?

How has Al based recruitment shaped and changed the so called ‘traditional HRM and
recruitment’?

What has been the most remarkable or important change, if you can name one?

How do you think Al will shape HRM and recruitment jobs in the future?

Do you think that Al will substitute or replace some functions of HRM job
completely? What part and why? If not, why not?

Are there some functions of HRM where Al will not probably be used?

How do you think that the role of HRM functions in the organizations will change due
to use of Al? How and why?

Do you think there would be any trust issues or (other issues) with applicants towards
having new technology handling the recruitment?

e Which issues do you think it would be? Or none at all?

What do you think of the current state Al technology and algorithm are in now? Is it
sufficient? Is it missing something?

« What challenges could this mean for the implementation of Al in recruitment?
Having an effective recruitment is said to be one of the most important parts of HRM,
how would the implementation of Al relate to this?

« Do you think Al can make recruitment more effective in terms of faster more

accurate recruitment and in the end make more economical profit for an
organization?
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Questions relating to challenges and benefits of using Al in recruitment process:

What, if you could mention some, do you think are the benefits of using Al in
recruitment process? (Compared to “traditional recruiting”)
The problems and benefits mentioned about traditional recruitment, do you think Al
being used in recruitment can delimit or enhance these factors?

o What is the most important benefit if you can name one?
What do you think are some challenges of using Al in recruitment process?

« What is the biggest/most difficult challenge if you can name one?

e Can Al solve those challenges in the future?
There are written articles about unconscious biases in traditional recruitment, for
example job candidates’ age, gender, background and recruiter’s own opinions. Do
you think Al based recruitment can solve these biases?

How do you see the future of the application of Al within recruitment change? Will it
be implemented more or less?
In which functions of HRM will Al be used the most in the future?

Questions regarding the recruitment process model steps:

What are the steps which you as a company undertake during your whole recruitment
process? What do you start with doing when you need to recruit someone new and
what is the process until you’ve found someone?

o Inwhich of these steps do you incorporate Artificial Intelligence software?
There is a five-step model covering the following steps within recruitment
“Recruitment objectives” --> “Strategy development” --> “Recruitment activities” -->
“Intervening job applicant variables” --> Recruitment results

o Do you agree with these steps as a general recruitment process model?
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