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Abstract: At the United Nations' sustainable development summit, a sophisticated Al
robot named Sophia was invited to attend a panel and asked questions about the
disruptive impact of Al on various businesses. The Al industry is actively creating and
offering a range of recruitment tools, from fundamental ones to intermediate

applications and advanced Al solutions, all designed to assist human resource
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managers. These tools, whether used separately or in conjunction, are enhancing the
ability of HR professionals to assess an applicant's likelihood of success in a given role.
The field of human resources is experiencing a profound transformation due to the

increasing prevalence of artificial intelligence (Al). The objective of this research is to
shed light on the advancements and ramifications of Al within the realm of HR.

Keywords: Artificial, Intelligence, Human, Resources, Functions, Implications.

I. Introduction

Artificial intelligence, frequently referred to as machine
intelligence, represents a field within computer science that focuses
on computers exhibiting intelligent behaviors, as opposed to the
innate intelligence displayed by humans and other creatures. In the
realm of computer science, research in artificial intelligence is
defined as the exploration of “intelligent agents," which
encompasses any technology capable of comprehending its
environment and taking actions to enhance the probability of
achieving its goals. Kaplan and Haenlein, in their definition of
artificial intelligence, specify that it involves "a system's capacity
to accurately interpret external data, learn from that data, and
employ those acquired insights to accomplish specific objectives
and tasks through adaptable adaptation.” When a computer is
capable of performing "cognitive" tasks that are typically attributed
to human brains, such as learning and problem-solving, the term
"artificial intelligence” is frequently employed to describe such
capabilities.

With the increasing power of robots, many jobs once considered to
require "intelligence" are redefined, a phenomenon known as the
Al effect. This phenomenon has given rise to Tesler's Theorem,
which humorously states that "Al is whatever remains to be
accomplished." Consequently, optical character recognition is often
excluded from conversations surrounding "artificial intelligence”
due to its widespread use. In the same vein, contemporary
computer capabilities often labeled as Al encompass tasks such as
comprehending human speech, excelling in strategic games like
chess and Go, piloting autonomous vehicles, intelligently routing
content in delivery networks, and conducting military simulations.

According to Kaplan and Haenlein, there are three distinct kinds of
Al systems: analytical Al, human-inspired Al, and humanised Al.
Only features common to cognitive intelligence, such as the ability
to generate a mental model of the world and to use previous
experience and learning to guide current and future actions, are
present in analytical artificial intelligence. Emotional intelligence
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is a part of human-inspired Al, which means it takes human
feelings into account alongside logic and reason when making
decisions. In its interactions with humans, Al that has been
humanised demonstrates all three categories of intelligence
(cognitive, emotional, and social).

Although it's accurate that Al and automation may result in the
elimination of specific positions, it's crucial to acknowledge that
these technologies can also have a substantial impact on attracting,
recruiting, and retaining top-notch talent. Finding qualified
workers is more difficult than ever in today's world of rapid
technological advancement and widespread talent drain. Employers
can find qualified applicants from a wider pool more quickly and
easily with the help of Al and automation, keeping up with the
rapid pace of contemporary business.

Two fundamental Al solutions that can assist recruiters in the
sourcing and screening processes are chatbots designed for
screening and automated tools for extracting information from
social media platforms. These techniques aim to provide
reasonably accurate predictions regarding an applicant's potential
success after being hired. According to the Society for Human
Resource Management, a notable example of such a chatbot is
Mya, which serves as an artificial recruitment assistant developed
by FirstJob. Mya engages with candidates to verify their alignment
with job requirements, address their queries, and keep them
informed about their application's progress. This support is
accessible through various channels, including chat, text messages,
Skype, or email. Furthermore, the chatbot is designed to alert a
human recruiter if it encounters a situation that requires human
intervention. There are other social media scraping programmes
that use Al to find candidates. A candidate's social media accounts
are a gold mine of information that can be used by these bots to
anticipate their likely involvement levels and other behaviours.

Intermediate artificial intelligence applications employed in the
recruitment process encompass evaluations, gamified assessments,
and simulations, all of which collect data directly from candidates.
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Unilever stands out as a corporation that has effectively integrated
Al into their screening process, collaborating with Pymetrics to
achieve this. Applicants will spend around 20 minutes engaging in
some neuroscience-based Pymetrics games as part of the hiring
process. Subtly assessing abilities like memory, risk tolerance,
context reading, and attention, these games are used in the
scientific community. While these middle-ground Al tools do
provide hiring managers with some insight into whether or not an
applicant is a suitable match for the role, they tend to ignore job-
specific indicators in their predictions.

However, sophisticated Al systems use unique algorithms designed
to connect certain job performance indicators with individuals who
best display these attributes. HireMVue was established with the aim
of delivering state-of-the-art Al-driven human resource solutions.
One of their most successful endeavors to date involves conducting
video interviews that are specifically crafted to prompt responses
indicative of job success and identifying the appropriate behaviors.
Within this process, the HireVue Al system scrutinizes candidates’
language, expressions, keywords, as well as their body language
and vocal intonation. In a recent development, Affectiva has
introduced emotion detection software capable of evaluating a
candidate's integrity and emotional intelligence (EQ). These Al
programs have reached such a high level of sophistication that they
can even detect subtle indicators, like a momentary expression of
contempt when an applicant discusses their former boss
(WirePiazza, 2018).

Il. Al and Human Resources Duties

IBM researchers explored the ways in which artificial intelligence
(Al) may be seamlessly integrated into the onboarding process to
provide more personalised experiences for employees. It might be
difficult for new hires to find the best places to network and learn
about their company. They might inquire with their nearby
coworker. But suppose she really does work in a separate division.
What if Joe had received information about his first assignment
through his mobile device when he was initially hired? 1BM
researchers published a study on how Al is changing the HR
industry. IBM wants to develop a tool that can quickly and
accurately respond to the most important questions a new hire may
have about their position. An Al may, for instance, recommend
courses of study or provide the names, addresses, and phone
numbers of contacts the new hire should make in the first few days
on the job. Also, Al engines may suggest to that worker that the
pages dedicated to new hires hold a wealth of knowledge.

Decision-making with the help of one's brain: IBM representatives,
who are naturally marketing IBM's own Al capabilities via IBM
Watson, also showed how cognitive engines may aid workers in
making crucial day-to-day choices. Typically, members of the HR
team would be responsible for:

e  Requests for time off - When employees request time off, they
are often told that their requests are unlikely to be granted
since so many others have previously requested time off at the
same period.

e  Figuring out how you feel - A worker picks up the phone to
talk to a caller. The worker is told after the conversation that
he sounds nervous and should relax for a while before his
meeting.

e Practising as a group, or "team training" - When an
organisation decides to teach its employees more
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systematically, it gives its team managers access to a database
of available courses.

e Hiring procedures - The company's recruiting strategy is
criticised for failing to meet expectations since too few
prospects are interviewed. Organisations may benefit from
cognitive solutions in a number of ways, including their
ability to better use diverse data sources and the revelation of
new insights that can be used to better construct applicant
profiles.

"Streamlining 'Repetitive, Low-Value-Add Tasks": Utilizing Al,
HR divisions have the potential to streamline and mechanize tasks
that are repetitive and offer limited value, enabling them to channel
their time and efforts toward more strategic pursuits. The hours
previously dedicated to administrative responsibilities when
onboarding new employees, such as arranging office spaces and
configuring laptops, could be more effectively employed in
activities like mentoring and providing continuous feedback.

As Al technologies take over routine HR functions like benefits
administration and managing common inquiries and requests, HR
departments will have the freedom to engage in more creative and
strategic endeavors that significantly contribute to their companies'
success."

Better analysis of human behaviour: Businesses have been tracking
their customers' habits for a while now in hopes of predicting their
next moves. HR departments still have a significant journey ahead
of them in effectively utilizing people analytics. The broader role
of Al in HR will become more prominent once there is a clear
delineation of the data that necessitates tracking, analysis,
management, and safeguarding."In the never-ending battle for
talent, businesses will experiment with new methods of attracting
the best and brightest employees. Companies will stand out from
the competition if they invest in technologies that improve the
candidate experience and live up to candidates' digital
expectations.

Limiting prejudice: The Human Resources Professional
Association conducted a poll that indicated that despite their best
intentions, many companies favour applicants who are similar to
their current employees. This is an example of "unconscious bias."
The Implicit Association Test (IAT) is a psychological tool that
uncovers subconscious biases by assessing individuals' implicit
word associations. This includes linguistic bias. These prejudices
permeate the hiring process, from the first job posting to the final
resume cut. The HR Policy Association (HRPA) researchers have
noted that with the advent of Al, it is now possible to create
algorithms aimed at assisting employers in recognizing and
eliminating  biased language patterns in their hiring
communications. This, in turn, facilitates the process of attracting a
more diverse pool of applicants. Additionally, Al has the potential
to offer managers with applicants that may have been overlooked
owing to the bias that exists when hiring for comparable roles.
These biases are absent from the algorithms developed by HRPA

researchers, allowing managers to go beyond subjective
evaluations and make more informed decisions.
Identifying departing workers:  Artificial intelligence tools

developed by Veriato are geared at identifying workers who may
be considering quitting. It records data on employees' digital
actions for a month (emails, keystrokes, internet use, etc.) and uses
an Al system to analyse the accumulated information to establish a
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standard for workplace behaviour. According to HRPA
researchers, the system identifies and notifies the employer of any
unusual data points, signaling potential outliers. It also tracks shifts
in the general tone of employees' communications, as articulated
by the HRPA researchers, to assess if an employee may be
contemplating leaving the organization.

Preparing for Court: Documentation and other evidence collecting
is crucial in employment-related disputes because of the emphasis
on facts. Merely 5% of those surveyed in Littler's poll are currently
utilizing advanced analytics to shape their litigation tactics. Crews
emphasized that companies could potentially overlook valuable
opportunities by failing to employ analytics in this manner. He
highlighted the revolutionary potential of harnessing data at the
outset of a legal case to uncover valuable insights prior to
embarking on activities such as conducting depositions or
assessing witness credibility.Finding relevant records may assist
paint a picture of what employees were up to at a given moment
and provide valuable context, he said.

Let's say a technician who visits people's homes to fix their fridges
decides to bring a class action lawsuit for unpaid wages and
benefits. Complaints and depositions will expose employees'
accounts of their workdays, but analytics can confirm or disprove
such accountsCrews emphasized that having a greater amount of
information at your disposal significantly enhances your ability to
make more informed decisions. Data such as where technicians
have driven, where they have been instructed to go, what they have
been paid, what they have billed, and what devices they have used
might all be collected by the company. A image may be drawn
from these numbers.

If the numbers show that the technicians didn't put in any more
time and were paid for all of it, the company would have a good
case. However, Crews said that it is preferable to evaluate the data
up front and determine whether the employees' claims have
substance before engaging in protracted and expensive litigation.

Equal Pay: Data analytics can also serve as a means to assess pay
equity. The relevant laws at the federal, state, and municipal levels
are constantly evolving. For instance, in at least 12 states it is
illegal for prospective employers to inquire about a candidate's
salary history. The goal of such legislation is to ensure that
discriminatory pay policies based on factors like race, ethnicity,
and gender do not continue to be practised. Crews said that certain
countries with pay equality rules provide a safe harbour for firms
that do audits and seek to remove disparities, highlighting the
importance of technology in monitoring employee remuneration
for anomalies based on protected categories.

He observed that there exist technologies that simplify the creation
of a user-friendly interface and enable the analysis, comprehension,
and sharing of data. "You're no longer restricted to solely using an
Excel spreadsheet filled with mathematical formulas,” Crews
commented on the effectiveness of gaining a deeper understanding
of the organization's actual condition. "When advanced technology
is combined with compelling storytelling and visualization, it
enables HR experts to engage in discussions with the compensation
team, executives, and other individuals involved in decision-
making."”

Chatbots: Chatbots and other similar technologies make it possible
for workers to have instantaneous access to up-to-date information
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on company regulations and processes regardless of their location.
Text-based chatbots may be helpful for fielding routine inquiries
from workers. In a survey conducted by ServiceNow in 2017,
which included 350 HR directors, it was found that 63% of the
participants believed that employees prefer using chatbots over
alternative methods of communication when it comes to handling
transactional inquiries related to topics such as paid-time-off
policies, open enrollment, and leaves of absence. Santa Clara,
California-based ServiceNow operates in the cloud computing
industry.

All federal, state, and local privacy, disability, and other
employment rules must be followed by companies using chatbots.

Regulatory snares: Human resources professionals that use Al to
guide their policies and practises must ensure that the technology is
free of bias. A disproportionate effect occurs when a standard that
seems fair or neutral ends up being discriminatory.A applicant
living more than 10 miles from the office, for instance, may be
disqualified by a recruitment tool. What if white middle-class
families predominate in the areas around the workplace?
According to research (Nicastro, 2018), this employment standard
may have a disproportionate influence on certain racial and ethnic
groups.

Recruiting: In many cases, we rely only on our intuition. Research
indicates that the majority of employers typically develop an
impression of a job candidate within the initial 60 seconds of their
introduction, often influenced by surface-level attributes such as
appearance.Do we have a firm grasp on the qualifications—the mix
of skills, background, and temperament—that are necessary for
each particular job? Don't think so. Despite spending billions on
evaluation, tests, simulations, and games to employ the right
people, many managers and HR experts admit to me that they still
get 30-40% of their applicants incorrect.

Algorithms powered by artificial intelligence (Al) might be used to
weed out ineligible job seekers, find qualified internal candidates,
profile high-achieving staff, and even decode video interviews to
reveal key performance indicators. The use of Pymetrics' Al-based
gamified assessment has raised the success rate of screening
candidates for marketing and sales roles at one organization by
over 30 percent, while also removing the "interview bias" and
"educational pedigree bias" associated with the conventional
technique. There will be a massive uptick in the HR sector's use of
Al. Studies have shown that technical skills (such as software
knowledge, sales ability, mathematical prowess, etc.) account for
just a small fraction of an individual's total effectiveness, despite
prevalent belief to the contrary. Recent research on High-Impact
Talent Acquisition shows that the most successful businesses,
those with a maturity level of 4, place a high value on candidates'
emotional and psychological traits like ambition, learning agility,
passion, and sense of purpose when making hiring decisions.
Would Al be able to locate this? Perhaps. Several firms compete in
this market, including LinkedIn, Pymetrics, Entelo, HiredScore,
IBM, Textio, Talview, Unitive, and PredictiveHire.

Education and training of employees: in reality, we have no clue
how to "train" people to perfection. According to interviews with
learning experts, at least half of the over $200 billion spent
annually on learning and development is wasted on things like
forgetfulness, poor application, and employee waste. To make
matters worse, we have no clue which part this is.
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Do you know what you personally "need to learn" to become more
effective in your role? We all have a good idea, but what if we had
algorithms that tracked the best performers on our teams, analysed
their talents, habits, and routines, and then advised the rest of us
what to do to improve? Learning systems are beginning to include
"Netflix-like" algorithms, which make education as practical and
enjoyable as consuming traditional media. The market is still in its
infancy, but the potential is enormous. The typical worker has
fewer than 25 minutes per week to devote to training and
education, according to studies; by making that time more
productive, we can raise productivity across the board. Degreed,
EdCast, Filtered, Volley, Axonify, BetterUp, Clustree, Workday,
and many more are just some of the companies that compete in this
sector.

Administration and direction: Our methods are those of Zen
masters. We learn via books, seminars, and workshops, and we
model ourselves after the leaders we like. Do we truly understand
leadership as a science? If | had to guess, I'd say it's a passing fad.
Themes of mission, purpose, and discipleship have been
emphasised this year. | remember when "servant leadership" was
all the rage, just a few years ago, and now it's "execution and
financial acumen." Many studies have shown that there are dozens
of management and leadership qualities that contribute to one's
success, and that we all have our own special blend of those
qualities.

In this case, Al can assist decipher the message. There are three
companies that have developed "Al-based" coaching tools that can
ask for input, analyse remarks, and gauge the mood of a group of
workers. Managers and supervisors are given "nudges" based on
this data, which compares their performance to that of other, more
successful teams. utilising just minor behavioural nudges, one
customer saw a 25% increase in corporate values after only three
months of utilising this technology. (Reflektiv, BetterWorks,
Ultimate Software, Zugata, Humanyze, ADP, and Impraise are
only few of the companies that provide solutions similar to this.)

Consistency and honesty: The potential gains are enormous.
Employees who steal or commit crimes are “contagious™ to their
coworkers, according to a recent research. Organisational network
data (email traffic, sentiment of comments) may be analysed by Al
to reveal potential sources of stress, ethical violations, and other
compliance risks; these "red areas" can then be flagged for HR or
compliance professionals to act in before problems escalate. (Some
companies offering solutions in this area include TrustSphere,
Keencorp, Volley, Cornerstone, and others.)

Health and morale in the workplace: Bad work habits are being
identified with the help of Al. With the help of Al, we can learn to
avoid dangerous situations. Stress and poor behaviour patterns may
now be detected by using modern survey techniques, which can
then notify HR or line managers. (Companies In this market, there
are numerous contenders, with Limeaid and VirginPulse being just
a couple of the notable names among them. Other players, such as
Glint, Ultimate Software, CultureAmp, TinyPulse, and Peakon,
also contribute to this sector.

In the realm of staff portals and applicant tracking systems, there's
a new wave of intelligent chatbots that have emerged, aiming to
streamline and enhance communication. Competitors like IBM,
ServiceNow, Xor, Mya, ldeal, Paradox, and others are actively
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vying for a share of this market, as highlighted by Joshbersin in
2018.

1. DISCUSSION

Artificial intelligence (Al) should not be misconceived as some
mystical computer program; instead, it comprises a set of
algorithms and machine learning mechanisms that have the
capacity to rapidly process data, identify patterns, enhance
outcomes, and foresee forthcoming trends.The systems are capable
of voice recognition, image identification, and the use of pattern
matching to detect emotional, truthful, and even personal signals.
Although these algorithms lack the "intuitive™ qualities of a human
mind, their speed allows them to process millions of data points in
a matter of seconds and find meaningful patterns within them.

In the realm of statistics, artificial intelligence systems possess the
capacity to both "forecast" and "acquire knowledge" through the
creation of predictive models that consider various parameters for
optimizing decision-making. It is conceivable to imagine an Al
system that "anticipates" an individual's performance by analyzing
factors such as their demographic information, employment track
record, and responses during interviews. (Companies like
HireScore, Pymetrics, HireVue, and IBM are trying to solve this
problem.)

In spite of the seeming promise of these novel uses, several
concerns remain. The most important is the need for "Training
data" in order for Al to function. That is to say, the algorithms
become smarter as they go along. Your existing management
practises may end up institutionalising the same things you claim
to despise if they are biassed, discriminatory, punitive, or unduly
hierarchical. In order to ensure that Al algorithms are producing
desirable results, we want visible and "tuneable” Al. Early
algorithms will need "bumpers™ and "tuning knobs" much as early
vehicles had so that we may learn how to make them more precise,
just as early automobiles didn't always travel straight.

Institutionalised prejudice may be the result. Let's say there are no

women or minorities working as engineers at your organisation.
The Al hiring algorithm can assume that women and people of
colour in engineering are less likely to advance into executive
roles. It will take some time and diligent work to eliminate this sort
of bias from the algorithms.

Information may be accidentally shared or misused. As an example
of a popular use of analytics, think about the problem of figuring
out how likely it is that a star employee would quit. We risk
encouraging the incorrect behaviour if we advise managers that
"this person has a highly likelihood of leaving™ since the manager
may then choose to ignore or otherwise treat the employee
differently. We need training in the careful use of behavioural
economics. Today, Al is more of a suggestion and improvement
"tool" than a really autonomous decision making system.

It was discussed by Entelo's Al executives that developing
"interpretive" and "transparent” Al systems is essential. That is to
say, anytime the system makes a choice, it should provide an
explanation for that choice so that people may evaluate whether or
not the criteria it employed are still valid. This is a crucial feature
for innovative solutions, but regrettably, most Al systems on the
market today are opaque.

Think about the aftermath of an accident involving an autonomous
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car. We put spent a lot of time trying to figure out what went
wrong, what sensors or algorithms failed, and what environmental
factors contributed to the mishap. Is Al risky because it may
propose the incorrect candidate, compensation change, or
management action? Are we going to learn? How likely is a
diagnosis? How late until we realise the problem? We have a
considerable journey ahead of us in terms of acquiring the
necessary expertise to effectively equip and educate our Al
systems designed for management tasks.

At this moment, interest in artificial intelligence is skyrocketing.
Every HR software company will tell you they have the greatest
artificial intelligence and a machine learning team. Don't believe
the hype; yes, these qualities are crucial to our sector.

There are several factors that contribute to an HR tool's success,
such as the precision and comprehensiveness of its algorithms, the
intuitiveness of its interfaces, and most importantly, the availability
of what is known as "narrow Al," or highly tailored answers to
your unique challenges. This is only possible if the vendor has
access to vast volumes of data (to train its system) and receives
substantial feedback on the product's performance. Focus, business
strategy, and customer connection, rather than just having brilliant
engineers, will be the limiting factors, in my opinion.

And until you can demonstrate its efficacy in your business, you
shouldn't invest in a black box system. It will take some time to test
these technologies in the real world and fine-tune them for optimal
usage, since many management and people-related choices are
rooted in the company's unique culture. For example, IBM has
invested a lot of time and effort over the years tailoring Al-based
pay and career solutions to the specifics of the IBM organisation,
culture, and business model. IBM is now offering similar services
to business customers and learning how to tailor its underlying
algorithms to meet the specific requirements of each sector,
culture, and company with each deployment.

Despite potential risks, the advantages significantly surpass the
hazards. Payroll represents a substantial portion, ranging from 40%
to 60%, of a company's revenue, with many of these substantial
expenses being the outcome of impromptu managerial decisions. |
believe that as Al technologies in the realm of HR continue to
advance, becoming more refined and addressing specific
challenges, we will witness noteworthy enhancements in
productivity, performance, and the well-being of employees. All

that is required is patience, attentiveness, and financial
commitment.
1IV. IMPLICATIONS

In search of new personnel, no longer will hundreds of man-hours
be spent sifting through thousands of resumes and profiles on
internet job boards. In an ideal scenario, a company specializing in
Al-driven recruitment services might proudly announce on its blog
that their proprietary Al candidate sourcing algorithm can slash the
time it takes to fill a position from 34 days down to just 9 days.
This non-discriminatory method, designed to eradicate bias in
sourcing, effectively identifies technically qualified candidates,
resulting in a remarkable 73.53% boost in efficiency.

Furthermore, artificial intelligence can play a pivotal role in
streamlining the process of evaluating potential hires. This
intelligent approach involves collecting additional data from
various online sources, such as social media profiles, online work
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histories, and educational credentials, to enhance the ranking
system for prospective candidates, providing recruiters with a
broader pool of options.

Given Al's capacity to swiftly and efficiently source and assess a
large pool of applicants, it becomes paramount that the company's
criteria and the candidate's profile are meticulously aligned to
identify and secure the most suitable candidates for the role.
Elements like an applicant's educational background, employment
history, skillsets, and salary expectations can be leveraged by Al
systems to construct a ranking system for selecting the optimal
candidate. Data mining, in today's fiercely competitive job market,
is gaining prominence for its ability to uncover passive candidates
who, despite not actively seeking employment, are content in their
current positions and present valuable prospects to potential
employers..

After you've located the 'perfect match' for the position, interviews
will take up a significant chunk of your recruitment timeframe. In
today's global job market, many expatriates are interested in
working in other countries but are unable to physically go there for
an interview. Startups like HireVue and Mya are developing Al
interviewing software. These businesses are now putting more
effort into streamlining the interview process via the use of video.
Hiring software like HireVVue allows candidates to record video
responses to standard questions. This lets the recruiter do more
general interviews with more prospects through prerecorded
videos, from which they may choose the best candidates to go on
in the hiring process.

Artificial intelligence (Al) streamlines the whole recruiting process
from candidate sourcing through in-person interviews. In turn, this
expedites the placement process by giving the talent acquisition
team more time to talk to applicants and assess their suitability for
the position.

In today's economy, traditional recruiting is costing businesses a lot
of time and money. It was reported that "the average cost-per-hire
is $4,129" in a study conducted by the Society for Human
Resource Management in 2016. That's an unfathomably high sum
only to house one person. Let’s get some perspective here.

As reported by CNN, Amazon's workforce numbered 541,900
employees during the third quarter of 2017, marking a notable
increase from slightly over 300,000 in the corresponding period the
previous year." That equates to an estimated 241,900 new hires
made by Amazon throughout that 12-month time frame. While it's
true that Amazon uses Al in its recruiting services now, for the
purpose of this argument we'll assume that it doesn't (like many
major organisations do today) and use the SHRM average cost of
hiring a single worker instead. Pay, 2018, estimates that the annual
recruiting cost will be $4,129 per hire, multiplied by 241,900 new
hires.

In this case, Amazon may have spent over a billion dollars in
recruiting fees over the course of a year. As reported by CNN,
Amazon's workforce numbered 541,900 employees during the third
quarter of 2017, marking a notable increase from slightly over
300,000 in the corresponding period the previous year.yee
experience and taking engagement down to the individual level" at
a panel discussion at IBM Think 2018. We can't do it effectively
on any significant scale without making use of the most cutting-
edge techniques that "data science" has to offer. Data is at the heart
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of Al, which is about far more than simply helping people with
simple tasks. Artificial intelligence allows for the collection of data
at a pace considerably greater than what humans could hope to
achieve. It's not just HR, but all of a company's departments, that
rely on this information to function.

Many workers in major firms feel ignored and disenfranchised by
their management and HR departments. The breaking point for
most workers is when their requests for time off are ignored or
regulations are not strictly enforced. Employee satisfaction cannot
be bought with money. For the vast majority of individuals, work
is everything, and nobody wants to be miserable every day. No
one.

When you have access to more information, you can use it to
improve the working conditions of your company by making
changes to policies and procedures that affect your workers.
Hughes recently tweeted, "Good data is like good health.” It's easy
to take for granted once you have it. In its absence, terror ensues.
Simply said, a higher volume of data allows for a greater depth of
analysis, which in turn yields more refined insights into how to
improve working conditions and therefore, retention rates.

V. Conclusion
Insofar as Al is continuing to shake up the HR software industry.
Human resources departments must strike a balance between
openness and the use of cognitive technology. Human resources
managers and professionals must have an in-depth knowledge of
the decision-making process to avoid unintentionally introducing
bias into their initiatives. This openness is crucial to establishing
confidence in the new technology among staff members.
You should now be aware of the many benefits of implementing
Al technology into your HR and recruitment processes; but, you
should also be aware that no technology, no matter how promising,
can ever live up to its full promise. The opportunity to submit
comments for a candidate after a video interview or particular CV
search criteria are just two examples of the kinds of features that
may be missing from many services and programmes offered. As
reported by CNN, Amazon's workforce numbered 541,900
employees during the third quarter of 2017, marking a notable
increase from slightly over 300,000 in the corresponding period the
previous year.. Data is all that Al can see, while humans can feel,
and that's not likely to change anytime soon.
As a result, you should evaluate your company's specific
circumstances to determine whether Al technology is the best
course of action. Do you need to find a solution to simplify the
recruiting process and minimise expenses as a large organisation
with thousands of employees? Do you run a small business with
fewer than 15 workers, treating them all like members of the
family? The beauty of the artificial intelligence market is that it can
accommodate businesses of various sizes, shapes, and budgets.
It's up to you to figure out if it's best for your company to change
with the rapidly evolving Al sector, to stay the course, or to make
gradual improvements over time. Regardless, advancements in Al
will continue, and at some time in the future, Al will be the
standard, making today's hiring and HR practises appear
antiquated.

References

1. Basha, S. M., & Ramaratnam, M. S. (2017). Construction of
an Optimal Portfolio Using Sharpe's Single Index Model: A

14

10.

11.

Study on Nifty Midcap 150 Scrips. Indian Journal of

Research in Capital Markets, 4(4), 25-41.

Basha, M., Singh, A. P., Rafi, M., Rani, M. I., & Sharma, N.

M. (2020). Cointegration and Causal relationship between

Nifty—An
Archaeology of

Pharmaceutical sector and
Study. PalArch's
Egypt/Egyptology, 17(6), 8835-8842.

Krishnamoorthy, D. N., & Mahabub Basha, S. (2022). An
empirical study on construction portfolio with reference to
BSE. Int J Finance Manage Econ, 5(1), 110-114.
JagadeeshBabu, M. K., SaurabhSrivastava, S. M., &
AditiPriya Singh, M. B. S. (2020). Influence of social media

marketing on buying behavior of millennial towards smart

empirical

Journal of

phones in bangalore city. PalArch's Journal of Archaeology of
Egypt/Egyptology, 17(9), 4474-4485.

Mohammed, B. Z., Kumar, P. M., Thilaga, S., & Basha, M.
(2022). An Empirical Study On Customer Experience And
Bikes With
Reference To Bangalore City. Journal of Positive School
Psychology, 4591-4597.

Reddy, K., SN, M. L., Thilaga, S., & Basha, M. M. (2023).
Construction Of An Optimal Portfolio Using The Single Index
Model: An Empirical Study Of Pre And Post Covid
19. Journal of Pharmaceutical Negative Results, 406-417.
Shaik, M. (2023).
marketing. East
Research, 2(3), 993-1004.

Krishna, S. H., Vijayanand, N., Suneetha, A., Basha, S. M.,
Sekhar, S. C., & Saranya, A. (2022, December). Atrtificial

Intelligence Application for Effective Customer Relationship

Customer Engagement Towards Electric

Impact of artificial intelligence on

Asian  Journal of  Multidisciplinary

Management. In 2022 5th International Conference on
Contemporary Computing and Informatics (IC3I) (pp. 2019-
2023). IEEE.

Basha, M., Reddy, K., Mubeen, S., Raju, K. H. H., & Jalaja,
V. (2023). Does the Performance of Banking Sector Promote
Economic Growth? A Time Series Analysis. International
Journal of Professional Business Review: Int. J. Prof. Bus.
Rev., 8(6), 7.

Ahmad, A. Y. A. B., Kumari, S. S., MahabubBasha, S., Guha,
S. K., Gehlot, A., & Pant, B. (2023, January). Blockchain
Implementation in Financial Sector and Cyber Security
System. In 2023 International Conference on Artificial
Intelligence and Smart Communication (AISC) (pp. 586-590).
IEEE.

Reddy, K. S. (2020). RISK MANAGEMENT AND

AGRICULTURAL INSURANCE.



Mr. Mahabub Basha S; ISAR ] Arts Humanit Soc Sci; Vol-1, Iss-4 (October- 2023): 9-15

12.

13.

14.

15.

16.

Venkat, M. V. V., Khan, S. R. K., Gorkhe, M. D., Reddy, M.
K. S., & Rao, S. P. (2023). Fostering Talent Stability: A Study
on Evaluating the Influence of Competency Management on
Employee Retention in the Automotive Industry. Remittances
Review, 8(4).

Reddy, K., Reddy, K. S., Lokesh, G. R., & Ashalatha, D.
(2023). A Study on Factors Influencing Organic Food and
Purchase Intentions of IT Professionals. resmilitaris, 13(2),
3544-3552.

Reddy, K. S., & Ranganathan, S. Shoppers’ Perceived Value
in Organized Retailing during Pandemic and Pre-
Pandemic. RVIM Journal of Management Research, 5.

Reddy, K. S., & Ranganathan, S. Factors Influencing
Customer Satisfaction in Bangalore Shopping Malls: Before
& During COVID-19 Pandemic. RVIM
Management Research, 26.

Lokesh, G. R., & Kotehal, P. U. A Study on the Effect of
Electronic Payment Systems on Small Business in Urban

Journal  of

Bengaluru.

15

17.

18.

19.

20.

21.

Taj, M., Gunday, I., Navya, M. K., & Basha, M. A Study on
Consumers Awareness in Rythu Bazars with Reference to
Andhra Pradesh.

Jaggaiah, T., & Kethan, M. Analyzing the Effect of
Macroeconomic Variables on National Stock Exchange:
Evidence from India.

Basha, S. M., Kethan, M., & Aisha, M. A. (2021). A Study on
Digital Marketing Tools amongst the Marketing Professionals
City. JAC: A Journal
Theory, 14(9), 17-23.

Isac Gunday, D. M. K. (2023). A study on consumer

in  Bangalore of Composition

perception towards fast food retail outlets with reference to
bengaluru karnataka. Journal of Pharmaceutical Negative
Results, 418-424.

Kethan, M., & Rajasulochana, A. L. (2023). An Empirical
Study on the Factors Influencing Usage of Mobile Payments
with Reference to Bangalore City. Journal of Corporate
Finance Management and Banking System (JCFMBS) ISSN:
2799-1059, 3(01), 23-34.



