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Abstract 
The rapid technological advancement of Artificial Intelligence (AI) brings several advantages and 

disadvantages. More and more organizations are adopting AI within their day-to-day operations. This 

thesis explores how the evolving role of AI might impact rational and irrational decisions made during 

the selection process of possible future employees in organizations. Through a qualitative thematic 

content analysis, this research examines the prospects of future decision-making by AI in the form of a 

multiple case study. The cases in this research are three different sci-fi novels: "The Employees" by 

Olga Ravn, "Machines Like Me" by Ian McEwan, and "The Circle" by Dave Eggers. The findings 

suggest that although the integration of AI facilitates selection processes, it is characterized by some 

potential complications and irrational outcomes, particularly when integrated with human-like traits. 

AI could be used to improve the objectivity and speed in decision-making by AI; however, it is subject 

to risks related to algorithmic bias and other ethical issues. What the future regarding AI and selection 

processes will bring is still unsure, this study attempts to create a view of what this future might look 

like. Humankind stands in front of a choice of using AI as a tool to make decisions more efficiently 

and objectively, or place AI into the decision-maker’s seat. Practical implications revolve around the 

monitoring of AI systems and increasing awareness among employees through training and 

development initiatives regarding AI. Furthermore, this research adds to existing literature in the fields 

of artificial intelligence, human resources, and decision-making. It emphasizes technological growth 

and ethical considerations needed to consider during the Fifth Industrial Revolution.  
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1. Introduction 

1.1 Research Background 
On the 13th of July 2024, AFAS, a Dutch software company, announced the implementation of a 4-day 

work week instead of a 5-day work week driven by automation via artificial intelligence (AI) 

(Aussems, 2024). With rapidly evolving in the past years, and undoubtedly in the upcoming years, 

there is no doubt that it will bring significant changes to organizations in the future, also to the field of 

human resources (HR). As an example, many tasks in the selection process of new employees 

normally performed by HR professionals, could be performed by some form of AI (Albassam, 2023). 

Within the selection process, screening of potential employees involves a lot of time. In the past year, 

AI saved over 15.000 hours of time spent on this time consuming task (Maynard & Phillips, 2024). 

Main reasons for organizations adopting AI are increasing efficiency, quality of hires, and cost 

savings. Studies by Cappelli et al. (2018) underscore the growing prevalence of AI in HR and its 

impact on various organizational dimensions. At the moment, with the coming of AI, millions of jobs 

are endangered to exist or being performed by humans (Strack et al., 2021). On the other hand, new 

potential jobs are likely to appear, jobs that we have never heard of yet (Wilson et al., 2018). Wilson et 

al. (2018) gives examples in the form of AI trainers, AI explainers, and AI sustainers, which are jobs 

that are created to assist AI in becoming better, more efficient, and more humanlike. This because the 

current form of AI still lacks in humanity and proves that for many jobs AI could be eligible to take 

over, although should still be moderated and controlled by humans (Nugent & Scott-Parker, 2022). AI 

is now more considered to be a tool performing small tasks and increasing efficiency, than something 

which takes over entire jobs. However, considering the rapid development of AI in the past years it is 

not unthinkable that future forms of AI will be equipped with human traits in the forms of e.g. 

sympathy or emotions.  

 Hmoud and László (2019) state that with the current rate AI is developing, it will be likely that 

AI could take over the whole selection process within an HR department. However, dehumanizing this 

process could be of negative impact for an organization, as a goal of selection is maintaining a good 

image as an organization (Ekwoaba et al., 2015). On the other hand, the most important aspect of a 

successful selection process is objectivity gained through a rational decision-making process, which 

could be undermined by irrational decision-making, such as emotions or biases (Ekwoaba et al., 2015). 

biases can make it difficult to make fair and objective hiring decisions. This raises the question 

whether with AI becoming more humanlike, it will also take over human flaws of which one is 

irrationality, where this study will focus on.  

 

1.2 Research Aim 
The main goal of this thesis is to explore how AI is altering the way companies make hiring decisions 

and what this implies for rational and irrational decisions in selection processes. Unfortunately, our 
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future is unknown yet and it is impossible to investigate what a future dominated by AI could look like 

and what this implies for rational and irrational decisions in selection processes. Furthermore, modern 

day theory is limited in predicting future scenarios. Therefore, this study will use sci-fi novels to create 

scenarios which might give an insight in how a future dominated by AI could change a human aspect 

in selection processes. Analyzing novels in a study has been done before by e.g. Vitulo (2022) and 

Roberts et al. (2023). Vitulo (2022) used young adult books to study the relationship to displacement 

of adolescents. Roberts et al. (2023) used children’s literature to examine the difference of gender roles 

in children’s books from different cultures. Both studies came to interesting results using this method. 

Considering above, the following research question has been formed:  

‘How could, based on sci-fi novels, a further expanding role of artificial intelligence in the future 

change hiring decisions made during the selection process in organizations?’  

To give an answer to this research question, content analysis will be used, and in particular 

thematic analysis as proposed by Braun & Clarke (2006), which have established a step-by-step guide 

to perform thematic analysis and will be further discussed in the methodology chapter.  

 

1.3 Practical and Theoretical Relevance 
The results of this study have real world implications for companies dealing with implementing AI 

into human resources processes. The situations appearing in science fiction books, could help 

policymakers and HR leaders with predicting future obstacles, creating effective solutions, and 

establishing moral standards to steer the use of AI in the work environment. By taking in mind the 

potential impact of AI on rational and irrational decisions and selection processes, HR professionals 

will be able to shape selection processes in a way they are more efficient and reliable. 

In terms of theoretical relevance, this research paper could have huge importance in the fields 

of selection, decision theories, and AI, as it delves into the connection between rationality, irrationality, 

and AI in selection procedures. It helps us understand whether AI could alter selection processes 

supporting the push for fairer and more just hiring practices in the future (Afzal et al., 2023; Cowgill, 

2018). Furthermore, this paper paints a picture of how AI could alter selection processes, what role AI 

could take in this, and what complications this might bring. 

 

1.4 Outline 
This thesis proposal consists of the following chapters, in the following chapter the theoretical 

framework is presented in which the main concepts are explained, defined, and linked. Thereafter, in 

the third chapter, the research design, data collection, research analysis, and research quality are 

explained. In the fourth chapter the results are presented and are followed by a fifth chapter containing 

the conclusion, discussion, limitations and practical implications.  
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2. Theoretical Framework  
In this chapter the core concepts of this study will be explained and defined. Starting with the selection 

process and theory behind it, and then the current theories behind rational and irrational decision-

making. In the last part the concept of AI will be explained and its impact on the selection process and 

decision-making. 

 

2.1 The Selection Process 
This research will focus itself within the HR domain of selection. Selection is the follow-up of 

recruitment and is defined as “choosing from a group of applicants the individual best suited for a 

particular position and for the organization” (Gusdorf, 2008, p.7). Selection of new employees is one 

of the most important aspects of HR (Thomas & Reimann, 2023). The selection process is important 

as it determines which new employees are attracted to a company to ensure organizational 

performance. Lack of a proper selection process would have negative implications for an organization 

(Ekwoaba et al., 2015).  

 The concept of selection could be approached within the Human Capital Theory. This theory 

assumes that knowledge, skill, and ability determine the job level of an employee (Becker, 1992). The 

assumption is that when organizations invest in human capital, employees will be able to reach a 

higher level, which will return in having a positive influence on the organization (Wuttaphan, 2017). 

However, while investing in human capital in the form of e.g. learning and development activities, it is 

important for companies to keep in mind knowledge, skills, and abilities in the selection process. 

According to Thebe and Van der Walt (2014) the selection process itself exists of 8 different steps: 

reception and initial screening interview, application form, in-depth selection interview, background 

and reference checking, medical examination and physical pre-employment testing, assessment centres 

(assessing whether an employee has the skills needed for a position), making final hiring decision, and 

the making of a fair job offer. These steps are a broad overview and could differ in different 

organizations. The goal of a selection process is to successfully match a job applicant with job 

requirements, maintaining a good image as an organization, and be as cost effective as can be 

(Ekwoaba et al., 2015). To select employees most suitable to the organization and position, an HR 

manager strives to select persons with criteria that are most likely to be successful in a vacant position. 

Using the Human Capital Theory, the most important criteria in selection are knowledge, skill, and 

ability, which are mostly determined by a candidate’s education and experience (Becker, 1992). 

However, these are also influenced by one’s personality. 

McCrea and Costa (1996) introduced a framework which explained the Big Five, the five traits 

“believed to encompass the range of normal personality” (Tews et al., 2011, p. 95). These traits could 

be used to predict job performance and employee attitudes as they give an overview of one’s 

personality (Truxillo et al., 2006). The 5 traits explained in the Big Five model are: extraversion, 
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agreeableness, conscientiousness, neuroticism, and openness to experience (McCrae & Costa, 1996). 

Extraversion refers to the extent to which a person is outgoing, sociable, and energetic. Individuals 

high in extraversion tend to be assertive, talkative, and enjoy social interactions, while those low in 

extraversion may prefer solitude and quieter activities (McCrae & Costa, 1996). Agreeableness reflects 

the degree to which an individual is cooperative, compassionate, and considerate of others (McCrae & 

Costa, 1996). Conscientiousness refers to the level of organization, responsibility, and self-discipline 

in a person's behavior (McCrae & Costa, 1996). Neuroticism, also referred to as general mental ability 

(GMA) (Tews et al., 2011), emphasizes the tendency to experience negative emotions such as anxiety, 

depression, and vulnerability to stress (McCrae & Costa, 1996). Openness to experience involves 

receptiveness to new ideas, creativity, and curiosity about the world (McCrae & Costa, 1996). For 

every function in every industry there could be the need for emphasis on another trait of the Big Five 

model (Tews et al., 2011). For example, in finding someone for a vacancy in a sales position there 

could be more focus on extraversion then in finding an order picker for a warehouse.  

For an HR professional it is the task to assess during the selection process whether a candidate 

has the right knowledge, skills, and ability for a certain position. This could be done through assessing 

the educational level, working experiences, and the personality of the candidate. Research has shown 

that the more objective the selection process is, the better the organizational performance is (Ekwoaba 

et al., 2015). However, while striving for objectivity and rational decision making, this is always 

subject to be undermined by irrational decision making.  

 

2.2 Rational and Irrational Decision Making 
Rational and irrational decision making are two contrasting principles that people encounter 

when standing in front of a choice. Rational decision making is a systematic approach which includes 

a logical choice formed through a clear logical sequence of steps (Simon, 1979). These steps are first 

identifying the problem, then gathering the information, generating and evaluating alternatives, 

choosing the best alternative, and the last step is the implementation (Bazerman & Moore, 2012). 

Furthermore, it is important to evaluate throughout and after the process. Irrational decisions, on the 

other hand, occur when choices are made through non-logical factors, such as emotions, cognitive 

biases, heuristics, or social and environmental factors (Kahneman, 2011).   

Kahneman (2011) explained two modes of thought: system 1 and system 2. System 1 operates 

automatically, intuitively, and quickly, relying on past experiences. It handles routine tasks effortlessly 

but is very sensitive to unconscious bias. System 2, on the other hand, is more analytical and slower. It 

engages in logical reasoning and problem-solving, requiring conscious effort. System 2 plays a role 

when tasks demand focus, complexity, or require overcoming biases. These systems expose how 

humans think and make decisions, highlighting the interplay between automatic intuition and 

controlled reasoning in cognitive processes. System 1 is more prone to biases and is characterized to 
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be more irrational, System 2 is a more rational way of decision making. Kahneman’s two systems 

model of thinking is somewhat more basic than the original dual-attitude model where cultural 

backgrounds and social structures are considered (Suveren, 2022). The dual-attitude model, proposed 

by Wilson, Lindsey, and Schooler (2000) makes a distinction between explicit and implicit attitudes. It 

explains that there could be two different attitudes towards the same phenomenon. Explicit attitudes 

are consciously accessible and intentionally controlled, reflecting individuals' self-reported beliefs or 

opinions (Wilson et al., 2000). In contrast, implicit attitudes are subconscious, automatic evaluations 

formed through repeated exposure and associations, often differing from explicit beliefs. The model 

explains that explicit attitudes influence deliberate, reflective behaviors, while implicit attitudes are 

responsible for spontaneous reactions and behaviors, particularly in ambiguous or pressured situations 

(Wilson et al., 2000). Explicit attitudes may contradict implicit biases, leading to behavioral 

inconsistencies. 

 

2.3 Decision Making during the Selection Process 
A selection process could be based on a more rational way of thinking but also on a more irrational 

way of thinking. A rational way of thinking implies that an HR manager makes its choice based on a 

logical sequence of thinking and considering. Important here is that for a vacant position there is a 

clear job description available which precisely defines the role, required qualifications, and the 

responsibilities. Furthermore, a set of objective criteria for finding candidates should be made, e.g. 

educational background, experience, and skills (Schmidt & Hunter, 1998) Also, during job interviews, 

it is essential to use standardized questions to increase consistency and being able to compare 

candidates equally (Schmidt & Hunter, 1998). Another instrument to use is an assessment tool such as 

personality tests and work samples. These are used to objectively evaluate the competences of possible 

future employees. However, within the selection process there is also chance of irrational decision 

making. Certain emotions can influence one’s decision making, for example when one is happy, he or 

she is more likely to make an overly optimistic assessment of benefits and potential risks (Isen, 2001). 

Furthermore, there are several biases that could occur during the selection process. The most infamous 

types are: gender bias, ageism, horn and halo effect, affinity bias, conformity bias, and name bias 

(Suveren, 2022).  

Gender bias refers to preference of one gender over the other (Rudman, 1998). Gender bias 

can take various forms including stereotyping people based on their gender, attributing certain traits or 

abilities to a particular sex and making assumptions about someone’s capabilities or preferences based 

exclusively on their gender (Rudman, 1998). For illustration, if a male HR manager hires a male 

employee for a position thinking that it requires masculine characteristics. Additionally, prejudice 

against women as less suitable for leadership roles is likely to impede female candidates’ progress 

(Rudman, 1998). 
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Ageism represents discrimination or bias against age as a concept primarily targeted at older 

people (Nelson, 2005). There are assumptions makers about seniors’ effectiveness, competence in the 

office and general attitudes to old age which are created by ageism (Nelson, 2005). Ageism builds 

biases against older applicants who may be seen as less adaptable than younger ones or lacking 

innovation (Nelson, 2005). Consequently, highly experienced individuals with appropriate 

qualifications may still be denied opportunities due to this prejudice. 

The Horn Effect and Halo Effect are biases that affect the perception of individuals based on 

one attribute (Thorndike, 1920). A negative judgement of the candidate would influence other 

characteristics to the extent of having the candidate not selected (Thorndike, 1920). Contrarily, the 

halo effect happens after someone has been impressed by a specific character and then this impression 

is transferred to all other positive attributes thereby making him or her to be given preferential 

treatment in the selection process (Thorndike, 1920). 

Affinity bias is when a person feels more positively about people who have similar 

experiences as they do or people who come from similar backgrounds (Cox, 1994). Affinity bias can 

impact hiring decisions, workplace relationships and team dynamics since an individual may 

subconsciously look for those with comparable qualities or viewpoints (Cox, 1994). Consequently, it 

leads homogeneity in teams and organizations thereby reducing diversity of thoughts and perspectives. 

Conformity bias is the tendency for individuals to adopt attitudes, beliefs, and behaviors of 

others in a group, often without consciously knowing it (Asch, 1951). Research shows that humans 

tend to have conformity bias due to their brains continuously improving efficiency (Suveren, 2022). In 

hiring decisions for example conformity bias can occur when the dominant individual/group in the 

selection process agrees to hire someone. For instance, if one does not believe but just says yes so as 

not to stand out from the rest, he or she falls victim of conformity bias. 

Name bias refers to making judgments or assumptions about people based on their names 

especially where such names are unfamiliar or associated with certain ethnicities cultures or social 

classes (Bertrand & Mullainathan, 2004). Name bias may affect perceptions on competencies, 

likability and suitability for roles or opportunities wherein this may lead to unfair treatment in 

selection processes or lack of chances by non-conventional or ethnic sounding named persons. 

 To prevent bias in decision making in an organization, HR plays a significant role (Suveren, 

2022). Suggested is that HR managers should be aware of the biases that could be present in the 

workplace. Furthermore, selection and hiring processes should be modernized, for example by 

removing names and ages to mitigate name bias and ageism. An important question is whether this is 

needed with a future coming of AI to the workforce.  

 
2.4 Artificial Intelligence  
The main question left unanswered in this theoretical framework is how AI links to the concepts of 

decision making and selection processes within HR. AI refers to artificial intelligence, which could be 
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defined in many ways (Kok et al., 2009). In essence, it is a system which thinks and acts humanlike, 

and thinks and acts rationally. AI, and in particular machine-learning (AI learning from past actions 

and outcomes), can be used in problem-solving situations to give informed answers derived from large 

data sets (Gulliford & Parker, 2019). Recent examples have shown that AI was successfully 

implemented by HR departments in retention management and onboarding (Afzal et al., 2023). AI can 

be used in the execution of 50% of the existing jobs to increase accuracy and efficiency, which could 

mean that HR managers must manage human and artificial intelligence in the future (Afzal et al., 

2023).   

 

2.4.1 AI and Selection  
Selection processes can use AI technology to make decisions and improve outcomes. In HR, for 

instance, AI is often employed in the form of machine learning algorithms that can review large 

candidate resume databases and forecast which candidates are likely to perform best in a particular 

position (Rudin, 2019). These algorithms will be able to recognize patterns, as well as the connection 

between candidate attributes and job performance, in this way ensuring better decision-making by the 

HR department regarding selection interviews and recruitment. 

AI can also assist in screening candidates through automated software that screens applicants 

on behalf of employers (Fraij & László, 2021). In the past year, AI saved over 15.000 hours of time 

spent screening in the selection process (Maynard & Phillips, 2024). Such tools analyze responses 

provided by candidates against pre-determined criteria or desired characteristics. The automation of 

this preliminary assessment stage saves time and resources while guaranteeing equal treatment for all 

applicants. In addition, there is increasing popularity of AI-driven assessment tools in HR selection 

processes (Afzal et al., 2023). These tools use machine learning algorithms to analyze different 

dimensions such as personality traits, cognitive abilities and job-related skills among others exhibited 

by a candidate profile. According to these benchmarks or success criteria, evaluation results for 

potential employees are made. 

However, there could be a downside to a growing role of AI in the selection process. Hmoud 

and László (2019) state that with AI developing at its current rate and considering several trends, there 

is a chance that AI could take over the whole selection process. Dehumanizing this process could have 

a negative impact on the image of the company, which is an important factor in the selection process 

(Ekwoaba et al., 2015). However, this is also dependent on the social environment in which this is 

implemented. For example, if in the future AI will develop itself to be a sufficient counterpart of 

humans, it could be more accepted to be job interviewed by AI.  
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2.4.2 AI and Rational/Irrational Decision Making  
AI could be useful for enhancing rational decision making by increasing the efficiency by consistency 

and standardization of the selection process. Furthermore, through data analysis and pattern 

recognition, several patterns and correlations might be found which are not likely to be found by a 

human HR manager (Davenport, 2018). Also, existing data could be used by AI to predict whether 

someone is capable of a job and predict the success rate based on given characteristics and traits of 

applicants (Van Iddekinge et al., 2019).  

Another advantage of the usage of AI in HR selection processes is its capability to minimize 

biases. Unlike human judgement based on their perceptions, AI does not get affected by elements like 

stereotypes, prejudices, or personal preferences. Instead, they rely on objective information and 

predetermined criteria to appraise potential employees therefore reducing the chance of unfair 

judgment being made (Dastin, 2021). 

AI-based selection tools have been found helpful in mitigating various types of unconscious 

bias common in traditional selection practices. For instance, research by Cowgill (2018) indicated that 

use of artificial intelligence algorithms during resume screening ensured a greater diversity among 

interviewees than when humans were involved as recruiters.  

However, even AI can be biased. Unintentional biases may creep into the data used to train AI 

algorithms or how the developers choose them (Caliskan et al., 2017). For instance, if an AI algorithm 

is trained using historical hiring data characterized by prejudices against certain demographic groups, 

it might exercise these prejudices unknowingly. To prevent this, there should be a careful attention to 

detail in the design of AI systems used in selection and these should be monitored (Binns, 2018). Also, 

humans might become over-reliant on AI, which could lead to a reduction of human monitoring. 

Irrational decisions might then be made because recruiters are not thinking for themselves (Binns, 

2018). 

To solve this problem, different ideas were suggested by researchers and practitioners on how 

to overcome this issue. Some of these proposals include employment of various training information, 

incorporating mitigation techniques and bias detection as well as ensuring transparency and 

accountability during algorithmic decision-making processes (Barocas & Selbst, 2016). To reduce bias 

risk and guarantee impartiality in selection outcomes for every candidate, HR experts can use such 

strategies in developing AI-based selection tools. 
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3. Methodology 

3.1 Research Design 
In this research, sci-fi novels are analyzed using qualitative content analysis to give an answer to the 

research question. This research will use a multiple case study as design. A case study could be defined 

as: “an intensive study of a single unit for the purpose of understanding a larger class of (similar) 

units” (Gerring, 2004, p. 342). In this thesis, a multiple case study is used as it allows the research to 

get a deeper understanding of the topic at hand (Yin, 2003). However, within this research there will 

be made use of science fiction novels, which are the cases which will be studied. Three different books 

are used to be able to analyze possible scenarios of a future in which AI is further developed. This 

makes it an embedded case study as it aims to gain insights into the broader class of scenarios 

involving AI by analyzing the two novels (Yin, 2003). A downside of a case study in this form is 

subjectivity. The interpretation of sci-fi novels is dependent on the researcher. However, by remaining 

transparent about several interpretations during the analysis and in the results, this can be prevented. 

Qualitative research is favored over quantitative research as qualitative research supports the 

explorative nature of the research about a topic which is yet rather untouched. Furthermore, 

quantitative research emphasizes more on finding causal relations which is not applicable to the main 

goal of this study (Lund, 2012). The epistemological stance of the researcher in this study is 

interpretivism. This study focuses on finding subjective meanings and uses interpretations of the 

researcher to uncover patterns, themes, and insights from the novels to gain a deeper understanding of 

how AI might impact rational and irrational decisions in selection processes in the future (Alharahsheh 

& Pius, 2019).  

The main goal of qualitative content analysis is to transform large data sets, which is the case 

with sci-fi novels, into concise overviews of the data (Erlingsson & Brysiewicz, 2017). These 

summarized overviews of the data should allow the researcher to analyze different future scenarios in 

which AI is present. Qualitative content analysis could be both inductive and deductive (Elo & 

Kyngäs, 2008). In this research, abductive, combining both inductive and deductive research is the 

most applicable as there is not many existing knowledge on the future of AI and what way it will go. 

Existing literature is used to have an indication in what ways to look for during the analysis of the 

novels. However, by analyzing the data, new insights may rise which could be explained through 

literature. An abductive approach allows for exploration in a field in which much is still unknown, the 

future of AI.  

 

3.2 Data Collection 
The data collection will be done by selecting three sci-fi novels that are relevant to the topic of AI. 

Preferring two books in which a scenario is written were AI plays a huge role in the life of humankind 

and is present in a more humanlike form, and one book in which AI is a software-based tool helping 
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humans. This will help in analyzing different scenarios of how AI could develop over time, as both 

options, AI staying software-based and AI becoming hardware-based, are possible. This will be done 

through searching for these books in online libraries and using ChatGPT to ask for sci-fi novels which 

are relevant to the chosen topic. ChatGPT is only used as a search engine to search more specifically 

to applicable books. ChatGPT gives many options of possible books to analyze. The main criteria to 

use a book is that it contains AI that makes or helps humans making decisions. The books will then be 

bought to be able to make notes and markings in it. In one of the books chosen, “The Employees”, AI 

is active as a humanoid which operates within an organization and is used to perform simple to 

advanced tasks. In “Machines Like Me”, the AI is even more advanced, and is involved in more 

decision-making which is described more explicit. In “The Circle”, the AI is more comparable to the 

current state AI is in, software-based, but more advanced and capable of more deep-going processes.  

A proper selection of the books makes accessible to analyze, in which no transcribing or translation is 

needed, in contrast to studies in which for example interviews or audio fragments are analyzed.  

 

3.3 Research Analysis 
The analysis of this research will be done using thematic analysis as proposed by Braun & Clarke 

(2006). This way of analyzing is highly flexible and adaptable to fulfil the requirements of many 

studies, also in content analysis (Braun & Clarke, 2006; Nowell et al., 2017; Roberts et al., 2023). 

Analyzing novels using a content analysis and specifically thematic analysis has been done before in 

studies (Roberts et al., 2023; Vitullo, 2022). By using the step-by-step guide by Braun & Clarke 

(2006), the trustworthiness is increased (Nowell et al., 2017). Step 1 will be done through reading the 

chosen sci-fi novels and marking passages or scenes that could be of interest for this study. These will 

later be used for creating codes and searching for themes. However, this being a step-by-step guide 

which suggests it is a linear process, the process is iterative, and all steps could be revisited to produce 

new codes or themes along the way of analysis (Elo & Kyngäs, 2008).  
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Table 1 Step-by-step guide (Braun & Clarke, 2006, p. 87) 

 

 

 

 

Following the step-by-step guide above, first the chosen literature will be read through, and applicable 

passages or quotes will be highlighted. A passage is applicable when it gives an insight in how AI 

makes decisions both rational and irrational or how it helps making selections. A passage or quote 

which is applicable will be noted or marked physically. In the following table is shown how the quotes 

will be sorted into a thematic map. This thematic map serves the goal to have a better overview of the 

quotes, the codes to which they belong and the themes. Furthermore, it is used to help writing the 

results section. 

 

Table 2 Coding table 

Sci-Fi Novel Quote/Passage Initial code Theme 

The Employees xxx Self awareness Emotional and 

Ethical 

Complexities 

 

Hereafter, two distinct scenarios will be created in which AI could develop. These will be 

analyzed to explain how rational and irrational decisions in selection processes could be changed by a 

growing influence of AI on humankind in the future. Also, an important step in the analyzing process 

is to assess the positioning of the book; how the people and AI are portrayed, the context of the novel, 

etc. To make the thematic content analysis more manageable and comprehensible, there will be made 

use of ATLAS.ti, a program to manage qualitative data sets.  

 

3.4 Research Quality  
The assessment of the reliability and validity of a study is a subject of high importance (Oleinik et al., 

2014). Reliability refers to the stability of the research over time or when performed by others, it is 
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arguably the most important factor in content analysis (Gheyle & Jacobs, 2017). Reliability of this 

study is low as different researchers could interpret sci-fi novels in a different way. Therefore, it is 

necessary to set strict criteria when analyzing the novels and to follow these during the process 

(Gheyle & Jacobs, 2017). Furthermore, being transparent during the coding and analyzing process is 

of high importance to ensure reliability. 

Internal validity explains the degree to which the study answers the research question without 

bias, is measured what is intended to measure (Gheyle & Jacobs, 2017). By using triangulation in the 

form of multiple sci-fi books, internal validity is increased. Furthermore, internal validity is increased 

by being reflective during the analysis on the possible future scenarios and discussing methods with 

peers. External validity explains the degree to which the study is generalizable. Unfortunately, due to 

the speculative nature of sci-fi books and the subjective nature of qualitative research external validity 

is low. It could be enhanced by assessing whether the found results are applicable to another context or 

real-life.  

However, as described above, the reliability and validity of this study is low. Therefore, it is 

important to look at the trustworthiness of the content analysis (Elo et al., 2014). Elo et al. (2014) have 

described several criteria to assess the trustworthiness of a content analysis which in its place proves 

reliability and validity of a study. Trustworthiness refers to the argument that findings are “worth 

paying attention to” (Lincoln & Guba, 1985, as cited in Elo et al., 2014, p. 2). Trustworthiness exists 

of five different criteria: credibility, dependability, conformability, transferability, and authenticity. 

Credibility refers to the researched data and its actual interpretation being meaningful connected (Elo 

et al., 2014). Dependability is explained as the decisions throughout the study being traceable and 

transparent (Elo et al., 2014). With conformability the aim is objectivity and congruence between 

researchers, it is important as the analysis of sci-fi novels could become subjective (Elo et al., 2014). 

Transferability refers to the extent of which the findings are relevant to other context (Elo et al., 2014). 

Authenticity is achieved when realities within the observed units are faithfully represented and when 

the researcher is reflective (Elo et al., 2014).  

Within this study the credibility could be enhanced by the completeness of the data. Using 

relevant books and all its relevant passages for describing future scenarios should increase credibility. 

The dependability is enhanced through using a strict coding scheme which could be used by other 

researchers to find the same results. Furthermore, the step-by-step process by Braun & Clark (2006) 

makes the process traceable. Conformability could be reached by clear coding criteria and peer 

reviewing during the process to avoid subjectivity. To increase transferability parallels between books 

could be made and parallels to existing research. Authencity is reached by being reflective on own 

biases or assumptions and accurately represent the given scenarios in the sci-fi novels. 

By using these criteria in enhancing the trustworthiness of this study, the aim is to write a 

reliable and valid answer to the research question which is ‘worth paying attention to’. Even though 
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sci-fi novels are not giving a truthful representation of what the world looks like in the future, it is 

worth analyzing as there is no other scientific way of predicting the future.  
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4. Results 

4.1 Context of the novels 
There are different ways in which AI could develop in the future. In the three different analyzed sci-fi 

novels, the AI is described differently and has its own functions and traits. In “The Employees” and 

“Machines Like Me” the AI are humanoid, which means that they look like humans and behave 

humanlike and can take decisions like humans can. In “The Circle”, the AI is software-based and is 

therefore not humanoid, it rather serves as a tool for humans to make decisions. Table 3 gives an 

overview of the main characteristics of the AI as found in the novels which will be further explained in 

paragraph 4.1.4. 

 

Table 3 Overview of AI in the novels 

 
 

4.1.1 The Employees 
“The Employees" by Olga Ravn is a sci-fi novel which is set on the Six-Thousand Ship, a spaceship 

traveling through space. The novel is structured as a series of witness statements collected by “The 

Committee” investigating the experiences of the ship's crew, which consists of both human and 

humanoid employees. Through these statements an insight is given into the lives, thoughts, and 

feelings of the crew members. The main mission of this ship is to collect and study mysterious objects 

that are found on the planet New Discovery. These objects have a large influence on both humans and 

humanoids on board of the Six-Thousand Ship. Through the statements it becomes clear that the 

humans struggle with the isolation and monotony of their environment. The humanoids are in their 
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place developing a sense of self-awareness and start questioning their existence and roles. The 

statements describe the different perspectives of the crew with reflections on the identity and nature of 

being. Some human crew members show empathy with the humanoids and form bonds, others just see 

them as tools of the organization. The relationship between humans and humanoids escalates in all 

humans being murdered. This indicates a deeper message of what it means to be human and the moral 

responsibilities that come with creating artificial life. The responses of the crew towards the objects 

are both driven by rational behavior through duty and efficiency, and irrational behaviors through for 

example emotions caused by the objects. 

 

4.1.2 Machines Like Me 
Machines Like Me is a sci-novel written by Ian McEwan and published in 2019. The novel is set in a 

1980s Great Britain where modern-day technology such as social media and smartphones already 

exist. Furthermore, a future form of AI robots, Adam’s and Eve’s, has just been released by a company. 

The main protagonist of the story, Charlie, acquires one of these first synthetic humans, Adam, which 

moves into the house where he lives with his girlfriend Miranda. In this alternative universe, Alan 

Turing, a computer scientist that was an actual person in real life, still lived and did groundbreaking 

research leading advancements in computers and AI. This first batch of synthetic humans was 

indistinguishable from real humans. At first Charlie and Miranda saw Adam as a tool to help them in 

their lives. However, Adam quickly became self-aware and started having emotions and human-like 

moral reasoning. The interactions that Charlie and Miranda have with Adam challenge their 

understandings of humanity and morality. The strict moral standards that Adam has built in as an AI 

conflict with the flawed human characters and imperfections in human nature. This challenges the 

decision-making system of AI in which irrational decisions that are made by humans are tried to be 

approach rational. The main point made in this novel is a complex picture of a possible future in which 

the lines between humans and AI blur.  

 

4.1.3 The Circle 

This sci-fi novel is written by Dave Eggers and is set in the near future in which a powerful internet 

company, The Circle, is trying to link all aspects of people’s lives into a single digital experience, 

referred to as ‘completion’. In this novel the AI form is different in the two other novels as it is not 

human like. In “The Circle”, the AI consists of advanced data analytics and surveillance systems and 

results in loss of privacy among society. The main protagonist is Mae Holland, who starts to work at 

The Circle. Starting at the bottom, she quickly climbs up the ranks and becomes deeply integrated in 

the company’s culture. This culture consists of being a community and offering its employees all sorts 

of facilities. The Circle strives to a radical transparent working and full data collection environment 

which should lead to more information and better and safer decision-making. The main products of 
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The Circle eliminate all privacy. ‘TruYou’ is a product that merges all online identities into one 

verified account and leads to zero anonymity left online. ‘SeeChange’ is another product which installs 

micro camera’s, which cannot be traced, all around the globe which involve continuous live streaming 

of all events happening in everyone’s lifes. These measures of transparency are taken by The Circle to 

improve society by eliminating secrets and ensuring accountability. However, it also eliminates 

personal boundaries and reduces autonomy of individuals. Mae’s life is heavily impacted by her work 

at The Circle when she starts wearing a ‘SeeChange’ neck camera which streams her entire life to 

millions of followers throughout the day. Mae’s ex-boyfriend, Mercer, is opposing the work of The 

Circle which eventually results in his death during his escape from this lost in privacy. This 

underwrites the potential hazards of such a dehumanizing system and total social control. The novel 

concludes with picturing Mae as totally indoctrinated by The Circle and unconditionally supports its 

ideology of eliminating privacy to ensure a world without secrets and lies. This novel raises critical 

questions about the balance between public good and personal privacy, the ethics of surveillance, and 

the ways in which technology can both connect and control us.  

 

4.1.4 Depiction of AI in the Novels 

The artificial intelligence is depicted differently in the three analyzed novels. In “The Employees”, AI 

is present as humanoids within an organization and have varying levels of self-awareness. Here they 

perform different tasks in their day-to-day work at the spaceship. Their main goal is efficiency and 

productivity. This is different in “Machines Like Me”. Here, the AI are also humanoids, but are much 

more conscious and equipped with a higher level of ethical reasoning and are not functional within an 

organization but used as a companion at home. In “The Circle”, the AI is an advanced data analytics 

and surveillance system which monitors the human beings within the organization and beyond. It is 

used to make data-driven decisions, still performed by humans. In terms of decision-making, in “The 

Employees” and “Machines Like Me” the AI is making its decisions itself, both rational and irrational 

due to the human element present in both AI’s. The interaction of humans with AI is in both “The 

Employees” and “Machines Like Me” complex due to the collaborative and sometimes hostile 

relationships the humans have with the humanoids. In some cases, the humans work very well with 

humanoids, in other cases the humanoids act hostile due to their over-rationality which results in 

sometimes irrational outcomes. In “The Circle” the interaction is more hierarchical as the AI systems 

are monitoring the humans, though it is also collaborative as humans could use the AI to make 

decisions.  
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4.2 Rational Decision-Making in Selection 

4.2.1 Efficiency and Productivity  
This part is focused on the motivation of why AI could be used in organizations. Both theory and 

results of the novels show that efficiency and productivity are an important consideration to adopt AI 

in the organization. Efficiency and productivity are critical in the selection process for any 

organization, especially when AI becomes involved in this process. The three novels offer insightful 

perspectives through which AI might increase efficiency and productivity during selection while 

further addressing possible challenges and ethical considerations. The results are presented through 

quotes deriving from the novels, are explained, and its connection is given to possible future selection 

procedures.  

 In both “The Employees” and “Machines Like Me” the AI tends to be driven by a pursuit of 

optimal efficiency and productivity.  
 

"Whenever we save time, I'm ready to move on to the next task straightaway, but my coworker 
always says, Now let's sit for a bit." – A humanoid (Olga Ravn, The Employees, p. 25) 

 
A humanoid is not capable of understanding the essence of taking a break, which humans do. 

Therefore, they are likely to make the rational decision to move on to the next task. The decision to 

take a break when a task is completed faster than expected, is irrational and could be based on a 

feeling of exhaustion. Furthermore, a humanoid can fully understand its role within a company and 

could set aside its personal opinions.  

 

"I put on my yellow headgear. Once I'm wearing it, the person I am recedes into the 

background and I become the first officer" – A humanoid (Olga Ravn, The Employees, p. 24) 

 

In “The Employees”, the humanoids have their own life apart from their job and most have self-

awareness. Where humans are subject to using own experiences or feelings in decision-making, 

making it irrational, AI could become completely objective by setting aside their own character while 

making decisions, making it rational. When considering efficiency and productivity, speed of decisions 

is also an important subject. Where humans are more likely in some situations to respond quickly and 

make an irrational decision, AI can make a rapid analysis of the situation to come to a well thought 

solution. 

 

"A fraction of a second is more than enough time for a computer to give thorough 

consideration to all the issues. The decision will depend on the priorities ordered by the 

software." – Charlie, human (Ian McEwan, Machines Like Me, p. 86) 
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In selection procedures, coming to a solution through rational decision-making is essential as it 

enlarges the chance of organizational performance (Ekwoaba et al., 2015). If a selection process 

requires a quick decision, a human would make a more irrational decision based on feelings, AI in its 

place could make a quick substantiated decision in split second. In “The Employees” the humanoids 

are designed to perform specific tasks with high precision and consistency. However, they are also 

capable of learning from humans.  

 

"I like him, this human coworker of mine, his interface is impressive. I am stronger than him, 

and have more endurance, but sometimes he'll get an idea that means we can do our job in 

less than the designated time. He's got an incredible knick for streamlining, from which I 

gladly learn" – A humanoid (Olga Ravn, The Employees, p. 25) 

 

The fact that AI would be able to learn from us in the future could further enhance its efficiency in 

estimating human qualities and abilities needed for a specific job function. However, AI attaining 

human traits could also have negative influence on the rationality of the decisions made. This will be 

further discussed in chapter 4.3.1. 

 

4.2.2 Data-Driven Decision-Making 

This part focuses on how AI comes to decisions as depicted in the novels, also a connection is made to 

decision-making in selection procedures. AI can process large amounts of data sets in a limited time 

frame, enhancing rational decision-making. Data analysis is an important aspect of the selection 

process where available data on potential new employees is examined to select the best candidate. All 

three novels show that AI is using its data-driven decision-making to come to rational decisions.  

 In “The Employees” the humanoids possess the ability to assess and collect large amounts of 

data.  

 

"You ask to what extent someone like me, who has collected large amounts of data over a long 

period of time, can calculate the most likely course of the conflict. Well, I'm afraid I can't." – A 

humanoid (Olga Ravn, The Employees, p. 96) 

 

However, in this novel, the AI tends to have a more human-like cognition level. Furthermore, some 

humanoids are more human-like than others, as there are different versions of humanoids with 

different degrees of human characteristics. The degree to which an AI can assess large amount of data 

sets heavily depends on how that AI is programmed to be. For example, in “Machines Like Me”, the 

humanoids are more advanced than that they are in “The Employees”. Adam’s cognitive abilities and 

intellectual performance are far above the human levels. His presence in the life of Charlie and 

Miranda shows the potential for AI to both improve efficiency and productivity in the day-to-day life.  
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"He left his illuminated spot and came to my desk and put his hand over the mouse. ‘These two 

rows of figures, don't you see? Intersecting Fibonacci curves. A high probability that if you 

buy here and wait… now sell. Look. You made £31’” – Adam, humanoid (Ian McEwan, 

Machines Like Me, p. 142) 

 

Here, AI can adopt a high form of probability calculation which could also be used in the selection 

process of hiring new employees. All knowledge, skills, and abilities of the candidate could be 

considered to test the success probability rate of the possible new employee. However, this does not 

come without any dangers.  

 
"Then LuvLuv scans the web and uses some high-powered and very surgical search machinery 

to ensure that you don't make an a** out of yourself and that you might find love and produce 

grandchildren for your baba, who thinks you might be sterile." – Gus, human (Dave Eggers, 

The Circle, p. 120) 

 

"The Circle" presents a more comprehensive AI application in data-driven decision-making. The AI 

systems of the Circle consist of extensive data, that are used to analyze large amounts of data to see 

whether someone is suitable. However, as mentioned before, the AI in “The Circle” is not a humanoid, 

but rather a system as which we know AI currently. In this novel, the decision is still to be made by 

humans, AI has a supporting role used to assess whether a certain love interest is suitable for you. It 

could also be used to assess whether a candidate is suitable for a vacant position. However, if an AI is 

designed to have access to all sources of information available, this could lead to a more biased 

decision than when performed by a human being which could be not aware of certain details. For 

example, ageism could occur when an AI uses the age of a candidate and predicts whether this person 

is capable of a function, based on its age. Furthermore, if a person would be rejected by AI because of 

a past action or low probability of success, this person would not be able to acquire a job anymore. In 

other words, a more rational decision could lead to an irrational outcome. This is also seen in a recent 

paper on AI used in HR analytics (Nyathani, 2023). There is risk of algorithmic bias in AI which could 

lead to unfair or discriminatory outcomes. This article suggests that it is of high importance to actively 

monitor AI systems and intervene when unwanted consequences arise. 

 

4.3 Irrational Decision-Making in Selection 

4.3.1 Emotional and Ethical Complexities  

AI is nowadays far from capable of having emotions or making ethical considerations (Ho et al., 

2023). However it is able to sense and identify the emotions or feelings of humans, it has no 
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“subjective awareness of the emotions it is trained to recognize” (Ho et al., 2023, p.2). The future 

might introduce AI with this subjective awareness in which it is able to identify emotions and give a 

subjective meaning to these emotions. However, this could undermine the ability of AI to come to 

fully rational decisions and might lead to AI making irrational decisions during the hiring process. But 

it could help in making hiring decisions by AI more human-like. 

 The humanoids aboard the ‘Six Thousand Ship’ in “The Employees” are throughout the story 

developing a form of self-awareness. As explained in Chella et al. (2020), there are two different types 

of awareness, awareness of experiences and self-awareness. Awareness of experiences is explained as 

consciousness of the surroundings and interaction with it. Self-awareness is explained as the ability of 

one to reflect on itself and interact with it, by creating emotions, thoughts, or attitudes about it (Chella 

et al., 2020).  

 

"Why do I have these thoughts if the reason I'm here is primarily to increase production? From 

what perspective are these thoughts productive? Was there an error in the update? If there 

was, I'd like to be rebooted." – A humanoid (Olga Ravn, The Employees, p. 25) 

 

Another reason I appreciate such a sadness is that I know it's a deviation from the emotional 

behavior I was allocated, and I know too that deviating emotional behavior can be a sign that 

you are starting to disengage from the update." – A humanoid (Olga Ravn, The Employees, p. 

76) 

 

The humanoids are becoming rational to an extent in which they create self-awareness. By the addition 

of emotions in their nature, they start to disconnect from what they were supposed to do. Where they 

were first designed as being tools for the organization, they start to act as human beings which are 

aware of their purpose. This self-awareness leads to unexpected and irrational decisions made.  

 

"I do regret that one of you was killed in the process. It wasn't our intention that anyone should 

die. We don't really understand death, since we ourselves can't be destroyed and will go on 

regenerating." – A humanoid (Olga Ravn, The Employees, p. 86) 

 

The death of a human caused by a humanoid show that AI could come to disastrous decisions when it 

is injected with human-like features. Linking this to selection procedures, a humanoid with these 

features could make decisions that they think are best for themselves, forgetting what is best for the 

organization.   

 

“We create a machine with intelligence and self-awareness and push it out into our imperfect 

world. Devised along generally rational lines, well disposed to others, such a mind soon finds 
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itself in a hurricane of contradictions." – Alan Turing (Ian McEwan, Machines Like Me, p. 

180) 

 

An important aspect mentioned here is that once AI with its high intelligence becomes self-aware, it is 

exposed to situations which are sometimes not applicable to rational decision-making.  

 

"I don't share the opinion of many of my coworkers that the only real solution would be to 

discontinue the human section of the crew. Maybe the humans are that very element of chaos 

that keeps the world alive. Or maybe we really can do without them. I don't know if there's 

anything more you can teach us." – A humanoid (Olga Ravn, The Employees, p. 96) 

 

The self-awareness of the humanoids and their rational decision-making features led them to no other 

conclusion that humans might be over superfluous. Another example is that Adam, the humanoid in 

“Machines Like Me”, is confronted with a moral dilemma where Miranda had lied in court making a 

sex offender, which had raped her girlfriend, face the consequences for his actions. However, Adam 

applies rational decision-making to this situation and reports Miranda to the authorities.  

 

"A copy of the material is with the police and you should expect to hear from them. I feel no 

remorse. I'm sorry we disagree." – Adam, humanoid (Ian McEwan, Machines Like Me, p. 279) 

 

This indicates the inability of AI to comprehend the complexity of human relationships. Furthermore, 

by equipping AI with emotions, there is a high chance that the rational decision-making process of AI 

is harmed, and that more irrational decisions are likely to be made.  

 

"We've been unable to satisfactorily execute either remote shutdowns or reuploads, since a 

number of employees have failed to appear for their regular installations and are no longer 

plugging in on a daily basis. […] "We're also dealing with an employee having locked herself 

into her bunk room where she now has her allocated child hologram on repeat." – A human 

talking about humanoids (Olga Ravn, The Employees, p. 94) 

 

The emotions that were programmed into the humanoids have led to forms of absenteeism among the 

crew. This indicates that the emotions installed lead to irrational decisions from AI. In a selection 

process, emotions of AI could lead to the same pitfalls that humans tend to have, the prone to biases. It 

could create a situation in which AI has certain feelings about a candidate which override the rational 

sense making.  
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5. Discussion and Conclusion 
5.1 Discussion 

The research question aimed to be answered by this research was ‘How could, based on sci-fi novels, a 

further expanding role of Artificial Intelligence in the future change hiring decisions made during the 

selection process in organizations? To give an answer to this research question, the way AI will 

change rational and irrational decision-making during the selection process is totally depending on 

what humankind prioritizes; having a companion which streamlines the selection process and 

enhances rational decision-making, or a full co-worker which takes over the full process including 

with its human-flaws. The selection process within organizations paradoxically benefits from both 

rationality through objective elements such as data processing, and irrationality through subjective 

elements such as emotion and intuition. For the near future it looks like AI will help us in increasing 

rationality, for a more distant future it is possible that AI might take over the selection process. With 

the help of ChatGPT, two different possible futures are created in the form of pictures (Appendix B). 

In image 1 is pictured a situation in which AI gives recommendations to the recruiters with an in-depth 

analysis of the possible future employee. In this scenario the AI functions as a high-end HR analytics 

system to give advice and predict the performance of the future employee. In image 2 a situation is 

drawn in which AI completely takes over the selection process and decides which people are hired and 

which not.   

It is an important consideration to make which form of AI is active in the selection procedure. 

Different forms of AI are described in the novels. AI could be software based, comparable to the 

system in “The Circle” and to ChatGPT in the modern day (Appendix, B, Image 1). On the other hand, 

AI could be hardware based, described in the novels as humanoids (Appendix, B, Image 2). As 

mentioned in the introduction, current forms of AI which are software based are still lacking humanity 

and should be controlled by humans (Nugent & Scott-Parker, 2022). The distinction between AI as a 

tool for HR managers to increase and enhance rational decisions in a more efficient way, or to delegate 

the full process to a humanoid, is vital to the context of this research. The humanity that is suggested 

by Nugent & Scott-Parker (2022), could be found in the addition of emotions to AI. However, this 

could cause the AI to be more vulnerable to making irrational decisions or rational decisions followed 

by irrational outcomes. Self-awareness and emotions could lead to decisions that deviate from the 

intended functions. Also, with human-like consciousness comes human-like decisions, which could 

often be based on irrational thoughts. This is demonstrated through the absenteeism of the humanoid 

crew aboard the ship in “The Employees”. Adding the human capability of emotions in AI could lead 

to irrational decisions being made during the selection process. 

The efficiency and productivity of AI is in essence higher than that of humans as they are less 

likely to make irrational decisions. Where a human could take breaks when completing a task quicker 

as planned, AI would make the decision to go to the next task immediately. Furthermore, with a proper 
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attention in the designing of AI, it could be created to have complete objectivity in the task it has to 

perform. This could be explained through the two systems model of Kahneman (2011). Where a 

human being is prone to rely on System 1, subjective relying on past experiences, AI could make 

decisions within System 2, the rational cognitive process, in seconds. AI could also be used to 

optimize data analytics to streamline the selection of candidates. Through a fast-paced data analysis, a 

quick decision could be made whether a candidate is suitable for a position, or not. This is in line with 

research by Afzal et al. (2023), which explains the increasing popularity of assessment tools in 

selection processes nowadays. In the future AI might be capable of using an even more advanced 

system comparable to that in “The Circle”. 

AI-driven selection processes could lead to rational decisions based on empirical data. This is 

highly advanced when comparing to the cognitive functions of the human brain. The ability to 

calculate probability rates analyzing large amounts of data is incomparable with the way a human 

being could do this. However, a more data-driven way of decision-making could lead to potential 

pitfalls. If AI can consider all data available on the internet about a candidate and calculate whether 

this person will likely be a success on the vacant position, it could standardly ignore certain 

candidates. The biases which flaw human rational decision-making could become present within the 

decision-making of AI. This is also explained by Caliskan et al. (2017) and is a known flaw of the 

decision-making of AI nowadays. 

To conclude, AI might become a helpful tool to make our hiring decisions more effective or 

might take over the entire selection process. However, humankind must take various ethical 

considerations in the programming of the AI to prevent dystopian scenes as depicted in the novels. 

 

5.2 Theoretical and Practical Implications 

This research brings several theoretical and practical implications. In terms of theoretical implications, 

this thesis extends the current literature on AI used within HR and specifically in the selection 

procedures. It mixes existing theories with possible future scenarios. Existing theories suggest the 

importance of objective criteria; however, this research also warns for potential pitfalls such as over-

reliance and risk of algorithmic biases (Caliskan et al., 2017; Ekwoaba et al., 2015). Furthermore, it 

contributes to the field of decision theories by examining how decisions might change when 

performed by AI and dives into the essential question of what makes us human.  

 In terms of practical implications this thesis brings several findings forward for organizations, 

its HR managers, policymakers, and AI developers. AI can enhance efficiency and objectivity in 

selection procedures. In the near future, AI can take over several tasks in the selection procedure, such 

as screening, to save time for HR managers. In a distant future AI might be able to take over the entire 

selection process, by making the definitive decisions itself. However, this is subject to a careful design 

of AI by developers to prevent algorithmic bias from happening. AI can be a helpful tool to remove 

existing biases that occur by humans. It is important for organizations to organize training and 



 27 

development initiatives to make employees aware of a just use of AI within selection processes. This 

way HR employees should maintain a critical attitude towards using AI in order to keep it from 

escalating to a state in which it could express its possible flaws. It is essential for organizations to 

jump on the train of this rapid technological advancement to compete with their counterparts which are 

also likely to integrate AI within their day-to-day operations.  

 

5.3 Limitations and Future Research 
The main limitation of this research is the fact that this study is based on fictional narratives. The 

scenarios that are presented in the novels are merely a product of the author’s imagination. As all 

books are relatively new, most books are up to date with the latest trends in technology. However, the 

speculative nature limits the applicability to real-life and it is not ensured that these scenarios are 

realistic. Another limitation is the small number of scenarios which could be analyzed. Due to a 

limited time frame, only three books were read and analyzed. This is in principle enough to do the 

analysis, though more different views on what AI could be in the future would enrich the data 

presented. Also, the subjective nature of this research is a limitation as there was no literal AI 

performing selection within an organization. Other situations were analyzed and translated to the 

selection process within the organization. Another limitation of this research is the lack of empirical 

evidence. The scenario of AI assisting in several parts during the selection process is already 

implemented in some organizations during the time of writing this thesis. In retrospect, a mixture of 

empirical evidence and the current results presented could strengthen the outcomes of this research.   

Future research could be based on studying the modern-day use of AI tools during the 

selection process. It would be interesting to analyze concrete data of how these AI tools exactly 

influence rational or irrational decisions of HR managers. Furthermore, research could be broadened to 

other scientific disciplines. For example, to computing science, where a more accurate prediction 

could be made of future technologies and a more thorough analysis whether the scenarios explained in 

the novels are realistic to happen in our universe.  
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Appendix A 
 

The Employees 
  

Page Quote Initial Code Theme 

14 "Don't go into the second room. It's  not nice in 

there" H 

Feeling Irrational 

Decision 

16 "I know you say I'm not a prisoner here, but the 

objects have told me otherwise" AI 

Logical reasoning Rational 

22 "My research has led me to the conclusion that the 

best way of establishing contact with the objects is 

through smell"  

Logical reasoning Rational 

24 "I put on my yellow headgear. Once I'm wearing it, 

the person I am recedes into the background and I 

become the first officer" AI 

Ability to 

deactivate ego 

Efficiency and 

productivity 

25 "I like him, this human coworker of mine, his 

interface is impressive. I am stronger than him, and 

have more endurance, but sometimes he'll get an 

idea that means we can do our job in less than the 

designated time. He's got an incredible knick for 

streamlining, from which I gladly learn" AI 

Machine Learning Efficiency and 

productivity 

25 "Whenever we save time, I'm ready to move on to 

the next task straightaway, but my coworker always 

says, Now let's sit for a bit." AI 

Ability to work 

without breaks 

Efficiency and 

productivity 

37 "I allocate the day's tasks. It's also my responsibility 

to make sure that the human section of the crew 

don't buckle under nostalgia and become catatonic." 

AI 

Logical reasoning Rational 

Decision 
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37 "Since there are no windows in the rooms where we 

keep them, we sometimes bring this object up into 

the panorama room." AI 

Logical reasoning Rational 

Decision 

40 "Don't I do the work well enough? I don't get it, I 

stand 14 hours at  a time at the autonomous 

biodraperies. You say you're  now going to allocate 

me less time with my human coworkers, and that 

you want me to stay with my own kind." AI 

Emotion Irrational 

Behavior 

54 "I want to be a good employee, I want to make good 

choices. But how could I tell if I'm following the 

program correctly? Some actions can have 

consequences that won't become apparent until a 

time so far off I can't begin to grasp it." AI 

Reflection Rational 

Decision 

making 

54 "Why do I have these thoughts if the reason I'm here 

is prmariliy to increase production? From what 

perspective are these thoughts productive? Was 

there an error in the update? If there was, I'd like to 

be rebooted." AI 

Self awareness Emotional and 

Ethical 

Complexities 

60 "I'm starting to feel disloyal toward the organization 

and it pains me because there's no place for me 

other than inside the organization." AI 

Emotion/Self 

awareness 

Irrational/ration

al Behavior 

76 Another reason I appreciate such a sadness is that I 

know it's a deviation from the emotional behavior I 

was allocated, and I know too that deviating 

emotional behavior can be a sign that you are 

starting to disengage from the update." AI 

Self awareness Emotional and 

Ethical 

Complexities 
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76 "I know without a doubt that I'm real. I may have 

been made, but now I'm making myself." AI 

Self awareness Emotional and 

Ethical 

Complexities 

82 "No it’s not meant as a threat, my interest is of a 

purely scientific nature." 

  

86 "I do regret that one of you was killed in the 

process. It wasn't our intention that anyone should 

die. We don't really understand death, since we 

ourselves can't be destroyed and will go on 

regenerating." AI 

Self awareness Emotional and 

Ethical 

Complexities 

89 "I don't want to be allocated resolve in a situation 

like that, I haven't got the resourcefulness to absorb 

the consequences. I'm fine with my place. I'm far 

too busy completing my tasks to even entertain that 

kind of idea." AI 

Self 

awareness/reflecti

on 

Emotional and 

Ethical 

Complexities 

94 "We've been unable to satisfactorily execute either 

remote shutdowns or reuploads, since a number of 

employees have failed to appear for their regular 

installations and are no longer plugging in on a 

daily basis." is about AI 

Absenteeism by 

AI 

Emotional and 

Ethical 

Complexities 

94 "We're also dealing with an employee having locked 

herself into her bunk room where she now has her 

allocated child hologram on repeat." is about AI 

Absenteeism by 

AI 

Emotional and 

Ethical 

Complexities 

96 "You ask to what extent someone like me, who has 

collected large amounts of data over a long period 

of time, can calculate the most likely course of the 

conflict. Well, I'm afraid I can't." 

Logical reasoning Rational 

Behavior 
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96 "I don't share the opinion of many of my coworkers 

that the only real solution would be to discontinue 

the human section of the crew. Maybe the humans 

are that very element of chaos that keeps the world 

alive. Or maybe we really can do without them. I 

don't know if there's anything more you can teach 

us." 

Reflective 

reasoning 

Rational 

Decision 

making 

98 "Eventually, she opened her eyes and looked at me, 

and her eyes were full of tears." 

Emotion Irrational 

behavior 

104 "Aren't you afraid of dying, the way my human 

colleagues are? I can't relate to getting wiped. I 

know you download us every three days, so I can be 

regenerated somewhere else, albeit with a minor, 

though still acceptable memory loss." AI 

Reflective logical 

reasoning 

Rational 

behavior 

109 "I feel sorry for the mortal ones. I see them in the 

corridors going about their normal business, as well 

as they can under the circumstances." AI 

Emotion/empathy Human 

behavior by 

humanoids 

111 "but certainly I may have gone further than I knew 

they were comfrotable with. I couldn't stop myself" 

AI 

Impulse Irrational 

Decision 

making 

112 "It felt good to kill a human. I regret that it's caused 

such an uproar among the crew, and I'm sorry too 

for the dismayed looks on your faces however much 

you're trying to hide them." 

Emotion Irrational 

Decision 

making 

113 "We don't know what to do with ourselves. Of 

course, we can be rebooted somewhere else once we 

powerlessness Rational 

Behavior 
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pass. We can no longer upload. I won't remember 

any of this. I've come in here to be on my own." 

    

The Circle 
  

Page Quote Initial Code Theme 

21 "TruYou changed the internet" Online identity is 

recognized by 

algorithm 

Societal 

development 

22 "And those who wanted or needed to track the 

movements of consumers online had found their 

Valhalla. The actual buying habits of actual people 

were now eminentl mappable and measurable, and 

the marketing to those actual people could be done 

with surgical precision." 

Mapping of habits 

and traits 

Social control 

47 "We want this to be a workplace, sure, but it should 

also be a humanplace. And that means the fostering 

of community. In fact, it must be a community. 

That's one of our slogans, as you probably know: 

Community First. And you've seen the signs that 

say Human Work Here - I insist on those." 

human-centric 

workplace 

Humanity in 

organization 

49 "Now, that doesn't mean you just paste the answer 

in and send it back. You should make each response 

personal, specific. You're a person, and they're a 

person, so you shouldn't be imitating a robot, and 

you shouldn't treat them like they're robots. Know 

what I mean?  No robots work here." 

Human interaction 

vs. automation 

Humanity in 

organization 
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97 "And I connected your Zing account with the total 

Circle community, so you just got 10,041 new 

followers! Pretty cool. In temrs of your own 

zinging, we'd expect about ten or so a day, but that's 

sort of a minimum." 

Forced to post 

messages online 

Social control 

120 "-this is when LuvLuv comes in. Maybe you've 

already memorized their dating-site page, their 

different set of information. So you feed in your 

date's name. That's the start. Then LuvLuv scans the 

web and uses some high-powered and very surgical 

search machinery to ensure that you don't make an 

ass out of yourself and that you might find love and 

produce grandchildren for you baba. who thinks you 

might be steriel." 

AI used to 

background check 

potential lovers 

Selection 

control 

154 "So the sensor is already in me? It is And now it's 

active. It'll collect data on your heart rate, blood 

pressure, cholesterol, heat flux, caloric intake, sleep 

duration, sleep quality, digestive efficiency, on and 

on." 

Sensor used to 

keep track of 

people  

Control over 

medical data 

371 "But in the mean time it was increasingy troubling 

to be amid  the madness outside the gates of the 

Circle. Walking through San Francisco , or 

Oakland, or San Jose, or any city, really seemed 

more and more like a Third World experience, with 

unnecessary filth and unnecessary strife and 

unnecessary errors and inefficienceies-on any city 

block, a thousand problems correctible through 

The world 

becoming a 

distopia through 

the algorithms 

present 

Redefinition of 

Technology 
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simple enough algorithms and the application of 

available technology and willing members of the 

digital community." 

461 "Though she knew this object was Mercer's truck, 

and she knew, in some recess of her mind, that there 

could be no survivors of such a fall" 

Death by trying to 

escape the Circle's 

surveillance 

Consequence of 

"completion" 

463 "It's exasperating, really. I know this is tangential, 

and I know it's a pet issue of mine, but really: 

there'd be no chance of this happening if Mercer 

was in a self-driving vehicle. Their programming 

would have precluded this. Vehicles like the one he 

was driving should frankly be illegal." 

Ignorance and 

total 

indoctrination 

through the 

technology 

Indoctrination  

    

Machines Like Me 
  

Page Quote Initial Code Theme 

1 "But artificial humans were a cliché long before 

they arrived, so when they did, they semed to some 

a disappointment. The imagination, fleeter than 

history thhan technological advance, had already 

rehearsed this future in books, then films and TV 

dramas, as if human actors, walking with a certain 

glazed look, phony head movements, some stiffness 
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in the lower back, could prepare us for life with our 

cousins from the future." 

4 "before us sat the ultimate plaything, the dream of 

ages, the triumph of humanism - or its angel of 

death. Exciting beyond measure, but frustrating 

too." H 

Uncertainty Rational 

behavior 

6 "Here, the English was plain: preferences; 

personality parameters. Then a set of headings - 

Agreeableness. Extraversion. Openness to 

experience. Concientiousness. Emotional stability. 

The list was familiar to me. The Five Factor model. 

Educated as I was in the humanities, I was 

suspicious of such reductive categories, though I 

knew from a friend in psychology that each item 

had many subgroups." H 

Adjustable 

personality 

Personalization 

of AI 

7 "I felt protective towards Adam, even as I knew 

how absurd it was. I stretched out my hand and laid 

it over his heart and felt against my palm its calm, 

iambic tread." H 

Emotion provoked 

by AI 

Irrational 

behavior 

25 "I don't feel right… I don't have any clothes. And 

this wire. If I pull it out it will hurt." AI 

Substantiating 

emotion 

Rational 

behavior 

29 "Adam, will you walk round the table a couple of 

times. I want to see how you move." H 

AI following 

direct orders 

Irrational 

behavior 
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34 "With all respect, I think that's a bad idea. I've been 

enjoying my thoughts. I was thinking about religion 

and the afterlife." AI 

Ability of AI to 

think about human 

problems 

Rational 

behavior vs 

Irrational 

behavior 

34 I reached over his shoulder. His breath was warm on 

my arm, which I suppposed, he could snap with eas. 

The manual quoted in bold Isaac Asimov's tirelessly 

reiterated First Law of Robotics, 'A robot may not 

injure a human being or, through inaction, allow a 

human being to come to harm.' H 

Shutting down AI  Negative 

Behavior AI 

58 "There is a small but significant possibility that she 

might harm you. I have privileged access to all court 

recors, criminal as well as the Family Division, even 

when in camera. Mirandas name was anonymised, 

but I matched the case agianst other circumstantial 

factors that are also not generally available." AI 

Calculating of 

future outcomes 

Rational 

behavior 

84 "The moment we couldn't tell the difference in 

behaviour between machine and person was when 

we must confer humanity on the machine.  

AI considered to 

be human 

Human 

behavior by 

humanoids 

86 "A fraction of a second is more than enough time 

for a computer to give thorough consideration to all 

the issues. The decision will depend on the priorities 

ordered by the software." 

Rational decision 

where humans 

would probably 

make an irrational 

decision 

Efficiency and 

productivity 

105 "The fucking machine was talking sense. Miranda 

driven by something other than sense. Perhaps it 

Self awareness Emotional and 

Ethical 

Complexities 
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was beyond Adam to understand he, or to interpret 

the noise she had made with the dustpan." 

114 "I can't help my feelings. You have to allow me my 

feelings." AI 

AI needs feelings Human 

behavior by 

humanoids 

118 "But I don't have a choice. I was made to love her." AI has feelings for 

girl 

Irrational 

behavior 

142 "He left his illuminated spot and came to my desk 

and put his hand over the mouse. 'These two rows of 

figures, don't you see? Intersecting Fibonacci 

curves. A high probability that if you buy here and 

wait… now sell. Look. You made 31 pounds'" 

Calculating of 

future outcomes 

Rational 

behavior 

148 "You won't allow yourselves to be left behind. As a 

species, you're far too competitive. Even now, there 

are paralysed patients with electrodes implanted in 

the motor strip of their brains who merely think of 

the action and can raise an arm or bend a finger." 

Brain implanted 

chips 

Humans 

becoming 

humanoids? 

175 "Right at the start you wouldn't know one Adam 

from another beyond cosmetic ethnic features. What 

differentiates them over time is experience and the 

conclusions they draw" 

Nature vs. Nurture Human 

behavior by 

humanoids 

177 "Immediately the computer was redifined and 

moved into areas beyond human comprehension." 

Technological 

Singularity 

Redefinition of 

Technology 

180 We create a machine with intelligence and self-

awareness and push it out into our imperfect world. 

Devised along generally rational lines, well 

Introduction AI 

with self-

awareness in 

Rational 

behavior 
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disposed to others, such a mind soon finds itself in a 

hurricane of contradictions." 

complex human 

world 

180 "We live alongside this torment and aren't amazed 

when we still find happiness, even love. Artificial 

minds are not so well defended."  

human resilience 

versus the fragility 

of artificial minds 

Human 

Resilience and 

Endurance 

189 "When this fellow tries to press the kill switch, 

assuming Adam even lets him, it won't work. There 

might be trouble." 

Shutting down AI  Negative 

Behavior AI 

192 "So distressed about the destruction of native forest 

that he downgraded his own intelligence." 

Introduction AI 

with self-

awareness in 

complex human 

world 

Emotional and 

Ethical 

Complexities in 

Employee 

Selection 

192 "These are learning machines and our decision was 

that if they wanted, they should assert their dignity." 

  

202 "I should have explained my decision. Suggestion. 

I've done some work on this. I can take you through 

it. There's a general consideration, then there's the 

empirical research." 

Logical reasoning Rational 

decision 

240 "Adam forced the young man back to his chair and, 

as soon as he was seated, released him" 

Rational decision 

where humans 

would probably 

make an irrational 

decision 

Efficiency and 

productivity 

255 "It was the suggestion, yet another, that he really did 

feel, he had sensation. Subjectively real." 

Emotion Irrational 

behavior  
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278 "I could see that the money was not bringing you 

happiness. You were losing your way. Lost 

purpose…" 

Assumption made 

by AI 

Irrational 

behavior  

279 "A copy of the material is with the police and you 

should expect to hear from them. I feel no remorse. 

I'm sorry we disagree." 

Moral decision Rational vs. 

Irrational 

decision 
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Appendix B 
Image 1 AI having complementary role (Created with ChatGPT, 2024) 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Image 2 AI executing the selection process (Created with ChatGPT, 2024) 
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