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Abstract:

We consider the gap between the promise and reality of artificial intelligence in human reso
urce management and suggest how progress might be made. We identify four challenges in

using data science techniques in HR practices:

e complexity of HR phenomena

e constraints imposed by small data sets

e ethical questions associated with fairness and legal constraints and

e employee reaction to management via data based algorithms. We propose practical res
ponses to these challenges and converge on three overlapping principles -
causal reasoning, randomization, and process formalization—
that could be both economically efficient and socially appropriate for using data analy

tics in the management of employees.

The use of Al in HR is a growing trend that is transforming the way organizations manage
their workforce. Al can be used to streamline HR processes, automate administrative tasks,

and provide valuable insights into employee behaviour and performance.
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Some of the most common applications of Al in HR include talent acquisition, performance

management, and employee engagement. By leveraging Al, organizations can improve efficie
ncy, reduce costs, and make more informed decisions about their workforce. However, the u
se of Al in HR also raises concerns about privacy, bias, and the ethical implications of usi
ng Al to make decisions about employees. To maximize the benefits of Al in HR while m
inimizing the risks, organizations must be transparent about how the technology works, establ
ish clear guidelines around its use, and ensure that it is used ethically and responsibly.

Introduction:

The speed with which the business rhetoric in management moved from big data (BD) to
machine learning (ML) to artificial intelligence (Al) is staggering. The match between the rh
etoric and reality is a different matter, however. Most companies are struggling to make any
progress building data analytics capabilities: 41% percent of CEOs report that they are not
at all prepared to make use of new data analytic tools, and only 4 percent say that they
are “to a large extent” prepared (IBM 2018). “AI” conventionally refers to a broad class of
technologies that allow a computer to perform tasks that normally require human cognition,
including decision-making. Our discussion here is narrower, focusing on a sub-

class of algorithms within Al that rely principally on the increased availability of data for p

rediction tasks.

Outcomes are easily measured, are often already collected electronically by the sales process,
and the number of observations —

sales of a particular item across the country over time, e.g. —

is very large, making the application of big data techniques feasible. Although marketing is
not without its ethical conundrums, the idea that companies should be trying to sell more
of their products is well-

accepted as is the idea that business will attempt to influence customers to buy more.

The effective application of Al to human resources problems presents very different challeng
es. They range from practical to conceptual, including the fact that the nature of data scien
ce analyses when applied to people has serious conflicts with criteria societies typically see

as important for making consequential decisions about individuals.
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Consider the following:

« A first problem is the complexity of HR outcomes, such as what constitutes being a “go
od employee.” There are many dimensions to that construct, and measuring it with precision
for most jobs is quite difficult: performance appraisal scores, the most widely-

used metric, have been roundly criticized for problems of validity and reliability as well as
for bias, and many employers are giving them up altogether. Any reasonably complex job is
interdependent with other jobs and therefore individual performance is hard to disentangle f

rom group performance.

« The data sets in human resources tend to be quite small by the standards of data science
. The number of employees that even a large company may have is trivial 3 compared to
the number of purchases their customers make, for example. Moreover, many outcomes of i
nterest are rarely observed, such as employees fired for poor performance. Data science tech

niques perform poorly when predicting relatively rare outcomes.

» The outcomes of human resource decisions (such as who gets hired and fired) have suc
h serious consequences for individuals and society that concerns about fairness —

both procedural and distributive justice -

are paramount. Elaborate legal frameworks constrain how employers must go about making
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those decisions. Central to those frameworks is the concern with causation, which is typical

ly absent from algorithm-based analyses.

« Employment decisions are also subject to a range of complex socio-

psychological concerns that exist among employees, such as personal worth and status, percei
ved fairness, and contractual and relational expectations, that affect organizational outcomes a
s well as individual ones. As a result, being able to explain and also to justify the practice

s one uses is much more important than in other fields.

» Finally, employees are capable of gaming or adversely reacting to algorithmic based deci
sions. Their actions, in turn, affect organizational outcomes. To illustrate these concerns, cons

ider the use of an algorithm to predict who to hire.

As is typical in problems like these, the application of machine learning techniques would

create an algorithm based on the attributes of employees and their job performance in the c
urrent workforce. Even if we could demonstrate a causal relationship between sex and job p
erformance, we might well not trust an algorithm that says hire more white men because jo
b performance itself may be a biased indicator, the attributes of the current workforce may
be distorted by how we hired in the past (e.g., we hired few women), and both the legal

system and social norms would create substantial problems for us if we did act on it.

The quality of Better integration
hiring increases of analytics

4 key benefits

Automation Unbiased
saves time decisions
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Benefits of using Artificial intelligence in Human practices:

1. Streamlining hiring and removing biases in recruitment

Hiring new employees is competitive right now. Taking too long to find the right candidate
may mean they’re off the market before you even reach them.

From screening resumes to scheduling interviews to answering potential candidates’ questions,
Al can cut down on the time you spend sifting through data and doing routine recrui
tment tasks. It can also eliminate biases to ensure you find the right candidate. Here’s how:

e Al-
enabled screening can narrow down your applicant lists by sorting out those with the

most relevant skill sets.

o If programmed right, screening software considers candidates based entirely on qualificati
ons and eliminates unconscious bias that can sometimes affect the initial screening pro
cess.

e Al can perform background checks or other analyses to ensure the candidates you tal
k to are the most qualified.

e Chatbots can answer potential hires’ questions, schedule interviews, and communicate ke
y information with them before and after the interview.

All this saves you time and keeps the process fair. And you can focus your efforts on con

ducting the interviews and choosing the right candidates.

2. Simplifying HR functions

Because Al tech is available 24/7 and able to eliminate human errors from everyday process
es, it can create a better HR experience for employees and managers.

For instance, you can automate your PTO request procedure so employees don’t have to ch
eck in directly with HR to plan out their time off. They can enter their request directly int
0 a system that checks the dates against other employees’ approved PTO. The system can |

et the employee know right away whether they’re likely to get it approved.
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Reducing the time managers and HR spend away from work to coordinate schedules frees t
hem up for more important tasks. And employees aren’t left waiting as they try to make pl

ans.

3. Improving onboarding processes

A new employee’s onboarding experience has a big impact on their job satisfaction and perf

ormance, and subsequently, on retention rates.
Al can simplify things by streamlining and automating a lot of the work involved. For exa

mple, it can:

o Automatically verify employment documentation

« Manage employee requests for hardware or account access

e Answer FAQs at key points in the process

e Deliver company policies and procedures

e Inform new hires about the team they’re joining or specific tasks they’re assigned

4. Developing a more useful training strategy

Al in your training programs can tailor the learning experience to employee needs. You can
implement it in your courses to assess employees’ knowledge and recommend specific train

ing programs to bring them up to speed.

Objectives:

v/ Assist hiring managers: Al reminds them of upcoming interviews and provides details
on candidates. Al can also help overcome subjectivity by gathering data from previo
us employees in similar roles and preparing targeted questions for hiring managers.

v' Al tools automate away common HR tasks like benefits management and triaging co
mmon questions and requests, HR teams will be “free to do more of the creative an

d strategic work that has a bigger impact on the success of their companies.”
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Important Findings of the Study:

» When Al is used in HR, there are several important findings that can be observed, i

o
A5

e

L)

L)

ncluding:

Improved Hiring Process: Al can automate many of the time-

consuming and repetitive tasks associated with recruitment, such as resume screening,
pre-

employment testing, and even initial interviews. This helps HR teams to identify the
most qualified candidates more quickly and efficiently.

Increased Employee Engagement: Al can be used to analyse employee data and identi
fy patterns and trends that may indicate issues with employee engagement or satisfacti
on. This can help HR teams to take proactive measures to address these issues befor

e they escalate.

Better Talent Development: Al can be used to identify skill gaps within the workforc
e and provide personalized training and development opportunities to employees. This

can help to improve employee performance and retention.

Enhanced Diversity and Inclusion: Al can be used to remove unconscious bias from t
he hiring process, ensuring that all candidates are evaluated based on their qualificatio
ns and experience rather than their demographic characteristics. This can help to incre

ase diversity and inclusion within the workforce.

Improved Workforce Planning: Al can be used to analyze workforce data and predict
future staffing needs based on business goals and objectives. This can help HR tea
ms to proactively address workforce planning issues and ensure that the organization

has the talent it needs to achieve its strategic goals.
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Review of the literature:

4 Artificial Intelligence is often understood as a computer-
controlled robot which performs the task for human beings intelligently. Al is mostly
used for the term is frequently applied to the projects that require extensive data an

alysis.

+ Over the period the advances in computers have provided speedy solutions and quick
responses to business problems, yet they failed to match the flexibility that human b
eings could provide. However, some Al tools have exceled in attaining performance |

evel of professionals and human experts in wider aspects of business.

+ Al in HR It is being constantly doubted that inclusion of Al in HR functions will s
natch away various jobs from the workforce by replacing them with highly intelligent
software. However, it will surely result to enormous reclassification and redesigning
of jobs at all the levels. Some industries might face immense scratching out of a bu
ndle of jobs whereas others might witness creation of fresh set of jobs requiring high

ly digitalized intelligence.

4+ The HR department in any organization is the provider of variety of human resource
related data. Time and again the scrutiny, analysis, and interpretation of the data is
done to facilitate output for many pivotal organizational decisions. Depending on hum
an beings for extremely detailed data analysis is quite time consuming and hence co

mes the role of Al
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Research Analysis:

» A google form is circulated in the group of people to understand how often people

use new ai technology in their life.

+ Several research studies have analyzed the use of Al in HR and have found that it
can have a significant impact on various HR functions. Here are some key findings f
rom recent research:

4+ Recruitment: A study conducted by LinkedIn found that companies using Al for recru
itment experienced a 71% reduction in cost per hire, a 63% reduction in time to hir
e, and a 55% increase in the quality of hires. Al-
powered recruitment tools were found to be particularly effective in screening resumes

, identifying the best candidates, and streamlining the interview process.

+ Employee Engagement: A study by Accenture found that Al can improve employee e
ngagement by providing personalized recommendations for career development and lear
ning opportunities, as well as enabling real-
time feedback and recognition. The study found that employees who received personal

ized recommendations were 41% more likely to be engaged.

4+ Talent Development: A survey conducted by Deloitte found that 45% of organizations
are using Al to identify skill gaps and provide personalized training and developmen
t opportunities. The study found that Al-
powered talent development tools can significantly improve employee performance and

retention.

+ Diversity and Inclusion: A study by Harvard Business Review found that Al can help
to remove unconscious bias from the hiring process and increase diversity and inclus
ion. The study found that Al-
powered recruitment tools can significantly improve the diversity of the candidate pool

and reduce bias in the screening process.
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%+ Workforce Planning: A survey conducted by PwC found that 64% of HR leaders are
using Al for workforce planning. Al-
powered workforce planning tools were found to be particularly effective in predicting
future staffing needs, identifying potential skills gaps, and developing proactive talent

strategies.

+ Overall, the research suggests that Al can be a valuable tool for HR professionals, e
nabling them to streamline processes, improve decision-
making, and enhance the employee experience. However, it is important to note that
Al should be used in conjunction with human expertise and judgment, rather than as
a replacement for it.

Nhat is the purpose of your interaction with the virtual assistant?

7 responses

@ Eaise a quiery
@ Find solution
Get knowledge

iow satisfied are you with the virtual assistant's response to your request? |_|:| Copy

responses

3

2 (28.6%)
1(14.3%) 1 (14.3%)

0 (?%] 0 (tl}%J 0 (:l}%J 0 (tl}%J 0 (:l)%] 0 (:l)%]
0
1 2 3 4 5 B 7 g 9 10
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which tool is used by employees to manage customer query?

7 responses

@ Chatbot

@ Hootsuite
O Zendesk
@ Slack

What type of device are you using to interact with the virtual assistant?

7 responses

@ smartphone
@ tahlet
& Computer

@ PC

How often you use virtual assistance 7

7 responses

@ Sometimes
@ Always
O Citen
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Results:

Artificial intelligence’s impact on society is widely debated. Many argue that Al impr
oves the quality of everyday life by doing routine and even complicated tasks better
than humans can, making life simpler, safer, and more efficient. Others argue that Al
poses dangerous privacy risks, exacerbates racism by standardizing people, and costs
workers their jobs, leading to greater unemployment. For more on the debate over art
ificial intelligence.

Al relieves HR of its repetitive, time-
consuming tasks, meaning that HR staff, as well as other teams and managers, can f

ocus on more complex assignments.

The research show Ai system is now a days very important to run day to day busin

esses also company relation.

e USE CASES IN HR

Q ARTIFICIAL INTELLIGENCE @
U 0

TALENT , LEARNING &
ACQUISITION ¥ DEVELOPMENT
Screening candidates - Al backed ATS * Personalized learning
Sourcing - Passive Candidate Outreach « Al Chatbots
Predict future performance of candidates « |dentity and recommend a training
Digital Assistance in Hiring & program - Predictive rating
Onboarding - Chat Bots

.. EMPLOYEE &
Y oo & AUTOMATION
— RETENTION e

« Automated Virtual Assistance for * Streamline Processes - Reduces time &
employees FAQs : Al Chatbots cost

« Sentiment analysis : Natural Language * Automation of manual, repetitive,
Processing administrative operational tasks

« Predict Attrition * Automated communication
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Discussion:

The study's findings will be interpreted in the thesis discussion section, where they w
ill also be compared to other research on use of Al tools in HR. The talk will also
cover the findings' useful business applications and offer suggestions for enhancing f

uture plans.

Automatic attendance tracking using Al is a technology that is gaining popularity in t
he HR world. This technology uses cameras or sensors to detect when employees ent
er or exit the workplace, eliminating the need for manual timekeeping methods such
as punch cards or sign-

in sheets. While the technology offers several benefits, it also raises concerns about p

rivacy and potential misuse.

One of the primary benefits of automatic attendance Al in HR is increased accuracy
and efficiency. The technology ensures that employees are accurately and fairly compe
nsated for their work hours, and eliminates errors that can occur with manual timekee
ping methods. Additionally, it streamlines the attendance tracking process, freeing up

HR personnel to focus on other important tasks.

There are a variety of software programs used in HR to manage different aspects of
the employee lifecycle.

Here are some of the most common HR software programs:
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1.

Applicant Tracking Systems (ATS): ATS software is used to manage the hiring pro

cess by tracking job applicants and organizing resumes, cover letters, and other applic
ation materials. ATS can also be used to automate candidate communication and sche
duling.

Human Resource Information Systems (HRIS): HRIS software is used to manage e

mployee data, such as personal information, employment history, and benefits informati
on. HRIS can also automate processes such as onboarding, performance management,
and payroll.

Learning Management Systems (LMS): LMS software is used to manage employee

training and development. LMS can deliver online courses and training modules, track
employee progress and completion, and generate reports on employee training history.

Performance Management Systems (PMS): PMS software is used to manage employ

ee performance by tracking goals, providing feedback, and conducting performance revi
ews. PMS can also be used to set performance targets, monitor progress, and create
development plans

Time and Attendance Systems: Time and attendance software is used to manage em

ployee attendance, scheduling, and leave requests. It can track time worked, calculate
overtime, and manage paid time off requests.
Payroll Systems: Payroll software is used to manage employee compensation and ben

efits, such as salary, bonuses, and retirement plans. Payroll software can also calculate

taxes, deductions, and withholdings.

Overall, the use of HR software can streamline processes, increase efficiency, and improve d

ata accuracy. By implementing the right software programs, organizations can better manage

the employee lifecycle and support the needs of their workforce.
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Limitations:

>

While there are many potential benefits to using Al in HR, there are also several li
mitations and disadvantages to consider. Here are some of the most significant:

Bias and discrimination: Al algorithms may perpetuate existing biases in hiring and

promotion decisions, leading to discrimination against certain groups. This can occur if
the data used to train the algorithms is biased or if the algorithms are not designed
to account for all relevant factors.

Lack of transparency: Some Al systems are considered "black boxes,” meaning that
their decision-

making processes are not transparent or understandable to human users. This can creat
e distrust and limit accountability.

Data privacy and security: The use of Al in HR requires the collection and proces

sing of large amounts of personal data, which can raise privacy and security concerns
. Organizations must ensure that they are collecting and storing data in compliance w
ith relevant regulations, such as GDPR and CCPA.

Employee resistance: Some employees may be resistant to the use of Al in HR, par

ticularly if it is perceived as a threat to job security or as a replacement for human
interaction.

Technical limitations: Al is not infallible and may make mistakes, particularly if the

data used to train the algorithms is flawed or incomplete. Additionally, some HR ta
sks may require human judgement and expertise that cannot be replicated by machine

S.

Overall, the limitations and disadvantages of using Al in HR highlight the importance of usi

ng the technology ethically and responsibly, and of carefully considering its potential impact

on employees and organizational culture. It is important for organizations to evaluate the b

enefits and drawbacks of Al in HR and to implement the technology in a way that maximi

zes its potential while minimizing its risks.
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LEARNINGS:

o New technology in HR can offer several benefits for both organizations and employee

s. Here are some of the things we can learn from new HR technology:

+ Improve employee experience: New HR technology can help organizations better und

erstand employee needs and preferences. For example, employee surveys conducted thr
ough technology can provide valuable feedback on work culture, engagement levels, a
nd job satisfaction. This feedback can help organizations make changes that improve t

he overall employee experience.

+ Increase efficiency: HR technology can automate many processes, freeing up HR pers

onnel to focus on more strategic initiatives. For example, automatic attendance trackin
g, online performance reviews, and self-
service portals for benefits enrollment can save time and reduce administrative worklo

ads.

+ Enhance communication: HR technology can facilitate communication between employ

ees and their managers, as well as between employees and HR personnel. For exampl
e, chatbots and mobile apps can provide quick and easy access to HR information an
d support.

+ Support employee development: New HR technology can help employees identify areas
for skill development and provide training opportunities. For example, learning manag
ement systems can deliver customized training programs based on individual employee

needs.

+ Increase transparency: HR technology can provide greater transparency around import

ant HR policies and practices. For example, self-
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X4

D)

7/

service portals can provide employees with easy access to information about benefits,

compensation, and company policies.

Overall, the use of new HR technology can offer many benefits for employees, inclu
ding increased efficiency, better communication, and more opportunities for developmen
t. By leveraging the latest HR technology, organizations can support their employees

and create a more productive and engaged workforce.

One of the primary benefits of automatic attendance Al in HR is increased accuracy
and efficiency. The technology ensures that employees are accurately and fairly compe
nsated for their work hours, and eliminates errors that can occur with manual timekee
ping methods. Additionally, it streamlines the attendance tracking process, freeing up

HR personnel to focus on other important tasks.

Another advantage of automatic attendance Al is that it can help organizations better
comply with labor laws and regulations. Many countries have specific requirements ar
ound employee work hours and overtime pay, and automatic attendance tracking can

help organizations ensure they are in compliance.

However, the use of automatic attendance Al also raises privacy concerns. Employees
may feel uncomfortable with the idea of being constantly monitored, especially if th
e technology is recording images or other personal data. To address these concerns, o
rganizations should be transparent about how the technology works, what data is colle
cted, and how it is used.
Another concern is the potential for misuse of the technology. Some organizations ma
y use automatic attendance tracking to monitor employees for purposes beyond attenda
nce tracking, such as tracking employee movements or behavior. To prevent misuse, 0
rganizations should establish clear guidelines around the use of the technology and en

sure that it is used only for its intended purpose.
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A X4

Overall, the use of automatic attendance Al in HR can offer significant benefits, but
organizations must also be mindful of potential privacy and misuse concerns. By bein
g transparent about the technology, establishing clear guidelines, and ensuring that it i
s used only for its intended purpose, organizations can maximize the benefits while

minimizing the risks.

Conclusion

7
L X4

L)

Indeed, Al has enabled very systematic and accurate business solutions to HR. The ¢
omplicated tasks like employee record maintenance, talent management, employee devel
opment, employee appraisals, employee benefits allocation, employee selection, employe
e engagement, tracking employee performance and feedback, etc. are being facilitated
by Al. The HR managers must establish the level of involvement of technology in H
R. Some researchers believe that Al cannot mitigate the valuable input of HR skills
while others opine that Al is soon going to was away the critical role of HR as it
has an edge over HR in terms of mistake free and speedy responses. At this junctur
e where Al and HR are amalgamated the onus lies on HR mangers to decide the ex

tent of indulgence of Al in the HR functions.

The clear bifurcation of activities ruled by Al and assignments taken care by HR mu
st be done and in all the functions the Al should be augmented by influence of HR
. The current study has discussed opinions of various corporate experts on the topic

and understood that the successful implementation of HR function is regulated by Al.
Despite of providing ease of work and efficiency in various fields of HR, Al is sti
Il unable to overpower the importance of human involvement in the implementation o
f HR functions. The personal connect and crucial behavioural understanding of the hu
man minds is the job of HR department only. If all the tasks are allocated to the r

obots the organization may never be able to sustain employees or their commitment t
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owards the organization. So, the human resources must not stop doing what they earli

er used to do but must take assistance from Al to do it in a better manner
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