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Privacy Statement Summary: 

 

Who will use my data? Precision Resource Group 
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Who We Are and How to Contact Us 

-
 

Louise Leyden-Ahmed
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Purpose/Activity Type of data Lawful basis for 
processing 

 
 

 

 
 

 

 

 
 

 
 

 

 

 
 

 

 
 

 

 
 

 



 

 

 

 

 

 
 

 

 

  
 

 

 

 

 

 
 

 

 

 
 

 

 
 



 

 

 

 

 

 

-

 

 



 

 

 

 

 

 

 

 

How to Change Your Preferences 
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How We Store and Process Your Data 

-
 

 

 



 

 

 

Our Obligations 
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Security 

 

 

- -

-

marketing/promotional purposes. All the above categories exclude 
text messaging originator opt-in data and consent; this information 

We require all third parties to whom we transfer your data to respect 
the security of your personal data and to treat it in accordance with 
the law. We only allow such third parties to process your personal 

Security

We have put in place appropriate security measures to prevent your 
personal data from being accidentally lost, used or accessed in an 
unauthorised way, altered or disclosed. In addition, we limit access to 
your personal data to those employees, agents, contractors and other 
third parties who have a business need to know such data. They will 
only process your personal data on our instructions, and they are 

We will report any breaches or potential breaches to the appropriate 
authorities within 24 hours and to anyone affected by a breach within
 72 hours. If you have any queries or concerns about your data usage, 
please contact us.

This website may include links to third-party websites, plug-ins and 
applications. Clicking on those links or enabling those connections 
may allow third parties to collect or share data about you. We do not 
control these third-party websites and are not responsible for their 
privacy statements. When you leave our website, we encourage you to 
read the privacy notice of every website you visit.
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SMS Terms and Conditions (US only) 
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Introduction - US �

We believe in being transparent in our use of Artificial Intelligence (AI). 
We use AI in specific, limited ways to enhance the efficiency and 
accuracy of our recruitment services. We do not make decisions based 
solely on automated processing. There is always human oversight, and 
all decisions regarding candidate selection are reviewed and confirmed 
by a human. To that end, there is always human involvement and 
human decision-making in candidate screening. We do not rely solely 
on AI or any type of algorithm. 

Purpose 

This AI Policy is provided for transparency purposes only and does not 
form part of any contract or create legal obligations beyond those 
required by applicable law.  

Your Rights Regarding AI Use 

You are allowed to request alternative selection processes and may opt 
out of AI evaluation. Subject to applicable law, you may have the right to 
request human review, raise concerns regarding automated 
assessments, and receive an explanation of how AI tools have impacted 
an application.  Please contact admin@precisionresourcegroup.co.uk to 
request an alternate screening process. 

Compliance and Security  

We design and monitor our use of AI tools to support compliance with 
applicable laws and requirements. We maintain administrative, 
technical and organizational safeguards, including access controls, 
encryption, vendor due diligence, and internal oversight procedures. 

Client Responsibility  

Please note that our clients remain responsible for final hiring decisions. 
We do not make hiring decisions. That being said, AI-enabled tools are



AI Tools

Some tools are provided by enterprise technology vendors and CRM 
platforms, which may change from time to time. These providers are 
contractually prohibited from using your data for AI training or 
unrelated purposes. In rare technical support cases, limited access may 
be granted under strict controls and confidentiality agreements. If you 
would like to know more, please contact us. None of our data (or yours) 
is used for training AI models. 

◦ CVs and cover letters 
◦ Online profiles (e.g., LinkedIn) 
◦ Application forms 
◦ Assessment results 
◦ Interview transcripts (if available)

How AI May Rank Candidates in Recruitment 

1. Data Collection: 
Some AI systems may gather structured and unstructured data from: 

◦ Extract key information (skills, job titles, education, 
experience) 

◦ Standardize terminology (e.g., “Project Manager” vs. “PM”) 
◦ Identify gaps or inconsistencies 

2. Parsing and Normalisation: 
Some AI tools may use natural language processing (NLP) to: 

◦ “Keyword matching” which looks for specific terms related to 
the role. 

3. Matching Algorithms:
Some AI may compare candidate data against job criteria using: 

advisory only and our use of them in the selection process is done in a 
way to support and promote ethics, compliance and privacy. 



◦ Relevance to job description 
◦ Experience level 
◦ Education match 
◦ Soft skills (if assessed) 
◦ Role-related behavioural or workplace preference indicators, 

where legally permissible  

◦ Past hiring success patterns 
◦ Predictive analytics 

Some systems also factor in: 

4. Scoring and Relevancy Score:
candidates may be assigned a score based on: 

◦ Avoid discrimination based on gender, ethnicity, age, etc. 
◦ Ensure fair scoring across diverse candidate profiles 

5. Bias Mitigation:
Modern AI tools often include bias detection features to: 

◦ Prioritise candidates for human review 
◦ Highlight top matches 
◦ Identify overlooked candidates with potential 

6. Human Review:
AI-generated relevancy scores are typically used to: 

◦ “Semantic analysis” which understands context beyond 
exact words (e.g., “managed budgets” implies financial 
responsibility). 

◦ “Skill weighting” which prioritizes essential skills over 
nice-to-haves. 



Legal Basis for Data Processing 

AI Tools in Use (Whitelist) -  

We process applicant data on the legal basis of legitimate interest, 
ensuring that all processing is necessary, proportionate, and aligned 
with fair recruitment practices. 

As technology, especially AI models, continues to evolve, the associated 
risks and legal requirements also change. Therefore, this document will 
be updated as needed. 

The use of AI applications and services is permitted only with 
appropriate AI competence in accordance with the AI Regulation. 

We use AI-powered tools to enhance and streamline our recruitment 
processes. These tools assist in evaluating candidate suitability, 
improving efficiency, and ensuring consistency in decision-making. The 
AI tools we currently use include: 

◦ CV Parsing & Matching Software
Automatically extracts key information from CVs and matches 
candidates to job descriptions based on skills, experience, and 
qualifications. 

◦ Candidate Screening Algorithms
Uses machine learning to assess candidate profiles and survey 
responses against role requirements, generates score for 
applicants based on relevance. 

◦ Interview Scheduling Assistants
AI tools help coordinate interview times between candidates and 
hiring managers, reducing manual effort.

◦ Chatbots for Initial Engagement
AI chatbots may be used to answer candidate queries, collect 
preliminary information, and guide applicants through the 
process.



Transparency and Fairness 

Ensuring as many candidates as possible have the opportunity to 
participate 

The use of AI is permitted only with AI systems and AI models provided 
and approved by the company. The use of unauthorized AI systems or AI 
models is prohibited. 

◦ Predictive Analytics Tools
These tools may provide insights into candidate success likelihood 
based on historical data and role fit.

◦ AI tools are used to support, not replace, human decision-making. 
◦ No hiring decisions are made solely by automated means. 
◦ All AI-generated recommendations are reviewed by recruitment 

professionals. 
◦ We regularly audit our AI tools to ensure fairness, accuracy, and 

compliance with data protection laws. 

Your Rights Regarding AI Use 

You have the right to: 

◦ Request human intervention in any decision made with the help 
of AI. 

◦ Contest any automated assessments or decisions. 
◦ Receive an explanation of how AI tools have influenced your 

application. 

Use of Artificial Intelligence (AI), 
Automated decisions and profiling 

We use Artificial Intelligence (AI) in specific, limited ways to enhance the 
efficiency and accuracy of our recruitment services. However, we do not 
make decisions based solely on automated processing. There is always 
human oversight, and all decisions regarding candidate selection are 
reviewed and confirmed by a qualified recruiter. 



◦ CVs and cover letters 
◦ Online profiles (e.g., LinkedIn) 
◦ Application forms 
◦ Assessment results 
◦ Interview transcripts (if available) 

How AI May Rank Candidates in Recruitment 

1. Data Collection: 
AI systems gather structured and unstructured data from: 

◦ Extract key information (skills, job titles, education, 
experience) 

◦ Standardise terminology (e.g., “Project Manager” vs. “PM”) 
◦ Identify gaps or inconsistencies 

2. Parsing and Normalisation: 
AI tools use natural language processing (NLP) to: 

◦ Keyword matching: Looks for specific terms related to the 
role. 

◦ Semantic analysis: Understands context beyond exact words 
(e.g., “managed budgets” implies financial responsibility). 

◦ Skill weighting: Prioritises essential skills over nice-to-haves. 

3. Matching Algorithms:
The AI compares candidate data against job criteria using: 

◦ Relevance to job description 
◦ Experience level 
◦ Education match 
◦ Soft skills (if assessed) 
◦ Cultural fit indicators (if modelled)

◦ Past hiring success patterns 
◦ Predictive analytics (e.g., likelihood of success or retention) 

Some systems also factor in: 

4. Scoring and Relevancy Score:
Each candidate is assigned a score based on: 



◦ Avoid discrimination based on gender, ethnicity, age, etc. 
◦ Ensure fair scoring across diverse candidate profiles 

5. Bias Mitigation:
Modern AI tools often include bias detection features to: 

◦ Prioritise candidates for human review 
◦ Highlight top matches 
◦ Identify overlooked candidates with potential 

6. Human Review:
Recruiters review, validate, and may override AI outputs at every key 
stage. This includes manual review of AI-generated scores and 
shortlists, validation by hiring managers, advancement of candidates 
regardless of AI ratings when justified, and correction of automated 
assessments where needed. All final hiring decisions are made solely 
by human decision-makers. 

AI systems used in recruitment are classified as high-risk under the 
EU AI Act. We implement robust human oversight, risk management, 
and compliance controls to ensure lawful and transparent use. 
AI-generated relevancy scores are typically used to: 

Content Generation and Transcription: AI is used to assist in writing 
job advertisements, pseudonymising CVs via a third-party vendor 
using OpenAI technology, and transcribing internal meetings 
through Microsoft Teams. 

Content Moderation in Our CRM (Bullhorn): Our CRM uses AI to scan 
for inappropriate or unprofessional content in communications. This 
is a compliance safeguard and does not impact candidate evaluation. 

Some tools are provided by trusted partners like Microsoft or OpenAI. 
These providers are contractually prohibited from using your data for 
AI training or unrelated purposes. In rare technical support cases, 
limited access may be granted under strict controls and 
confidentiality agreements. If you would like to know more, please 
contact us. None of our data is used for training AI models, including 
in Bullhorn. 



Data Protection Information 

The data controller is responsible for ensuring lawful processing of 
personal data. Louise Leyden-Ahmed  
admin@precisionresourcegroup.co.uk including the Data Protection 
Officer where applicable, are provided. Personal data transfers outside 
the EU/EEA occur only under approved safeguards such as Standard 
Contractual Clauses or equivalent mechanisms. 

Version Control and Updates 

Version: 4.0 
Last Updated: 12 February 2026 



Contacting Us, Exercising Your Information Rights and 
Complaints 

 

Louise Leyden-Ahmed
Precision Resource Group 

 
 



 
Our EU Representative: 

 
 

Adam Brogden 

 
 

 

 
 

 

 

 

 
 


