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Human Resource or Human Capital Management has now reached it’s in flexion point.
This is because of the last two years of the pandemic, which has made things move
faster. Technology has a bigger effect on the future of work and the workforce than it
did in the past. Organizations have now adopted all the facility that is technology driven.
Technologies such as Atrtificial Intelligence, natural- language processing (NPL), and
machine learning (ML), chatbots process data will have a greater impact on Human
Resource Department. Deep learning (DL) is a fundamental technology in the current
Fourth Industrial Revolution, which encompasses machine learning (ML) and artificial
intelligence (Al). In coming future, the adoption and integration of technology with
business will become one’s survival rather a matter of choice. These advanced
breakthroughs technology in business will bring robots and humans closer together, as
well as it will help in investigating ways to use it in order to boost productivity,
convenience, and efficiency. The Human Resources (HR) department isn't far behind
either. Human Resource (HR) professionals are increasingly emphasizing the
significance of maximizing the combination of human and automated work to have an
intuitive work environment. Human Resource (HR) professionals are now preparing
themselves for this technological advancement that will alter their company and
workforce characteristics in coming future. The purpose of the study is to make a
comprehensive study on about how the use of Al/ML can impact on HR and how are
they useful in transforming the workplace. The research is solely based on qualitative
nature which requires a detail study about Al, ML at workplace. The purpose of this
piece of writing is to investigate the ways in which artificial intelligence (Al) can have an
impact on human resource management (HRM) and to arrive at a particular definition of
Al in HRM. In addition, the author explores the uses of Al in HRM as well as the existing
academic foundation for the implementation of Al in HRM. In this paper author has
highlighted the significance of Al application models for HRM. This observation will
enlighten policymakers regarding the benefits and importance of integrating Al into
HRM.

Keywords: Atrtificial Intelligence; Machine Learning; Natural-Language Processing;
Human Resource; Technology Advancement; Deep Learning
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1. Introduction

Artificial Intelligence plays a vital role in developing and transforming the function of
Human Resource in the organization right from procurement to performance
management. Currently, we are at the forefront of automation and its application to HR
operations. With its changing time, emerging technologies are currently being used in
most of the departments to automate and improve basic HR processes like recruitment
and selection, onboardings, data collection, performance management, & maintaining
current records of every personnel. Machine learning is a part of Artificial Intelligence
that provides machines the ability to grab the activity of human by use of repetitive data.
Machine Learning helps in identifying the activity of human and derives all the insightful
information by leveraging algorithms. Artificial Intelligence (Al) and Machine Learning
(ML) are two related technologies that have the potential to revolutionize HR. A number
of organizations have already begun to integrate Al into their HR departments. Virtually
all business owners rely on technology to launch and expand their enterprises.
Nonetheless, the correlation between technology and business is not a new concept.
Traditional sectors such as process control, quality improvement, and customer
retention have already been replaced by new and enhanced concepts in HR
management such as business process re-engineering (BPR), continuous improvement
and comprehensive quality control, and customer relationship building among others.

Regardless of the size of the business unit, technology offers both tangible and
intangible benefits that will help in increasing profit and in satisfying the need of
customers. In coming era human seems to more reliable and dependent on machines.
An assumption about having machines at workplace it will help in reducing biasness
among human. There is no doubt that technology will make work easy and quick in
coming future but there are also some disadvantages that we could highlight of having
wide use of technology. The Human Resource is the prime function in any organization.
Every other organization is moving towards automation and digitalization. The goal of
artificial intelligence (Al) is to simulate and mimic human problem-solving abilities.
Artificial intelligence is crucial and beneficial, and it has computational methods for
carrying out activities that require human intelligence. There are applications that are
invented which currently being used by various organizations. The most significant
technology that will going to rule the HR department is (Al) Artificial Intelligence,
Machine Learning (ML), cloud computing. These three technologies are going most
likely to cite in upcoming year. Any business's ability to succeed depends on how well its
people, procedures, and technology work together. Several time-consuming
administrative processes are being automated with the aid of Al and ML, and the HR
sector is undoubtedly embracing the technology. As per the research study conducted
by the world’s largest technical profession organization “IEEE” Institute of Electrical and
Electronics Engineers defines that many technology leaders had their opinion on
because of global pandemic in 2021 the adoption of cloud computing, Al, Machine
learning, 5G, (AR, VR and MR) Augmented Reality/ Virtual reality/ Mixed reality has
been accelerated said by, “Tom Coughlin”2023 |IEEE president. All these modern
technologies will help to see the world with the reflection of digital elements. It is
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therefore not unexpected that there is broad consensus that in the next one to five
years, Al will be the primary driver of innovation across almost all business sectors. It is
therefore not unexpected that there is broad consensus that in the next one to five
years, Al will be the primary driver of innovation across almost all business sectors.

Artificial Intelligence

(A1) To incorporate human behavior and

intelligence to machine or systems.

Machine Learning
(ML)

Methods to learn from data or past
experience, which automates
analytical model building.

Deep . i
Learning Computation through multi-layer

DL neural networks and processing.

Fig. 1 An illustration of the position of Artificial Intelligence

An interesting fact to know about technology such as AR, MR, and VR is that this
technology will blend physical and digital world together. The virtual continuum is a set
of ideas that will help you to see and understand the differences between technologies
that are already out there and those that haven't been made yet. Current (XR) Extended
reality technologies based on how immersive they are, it acts as umbrella which
includes AR, VR and MR. These technologies are known as immersive technology. This
technology refers to a new way of creating, displaying and interacting with application &
content. The user can interact with both digital and real things in MR experiences. AR,
where digital and real things don't interact, and VR, where the real world is completely
blocked out, and which is not the same as MR. We are stepping into the future of work
place with high end AR & VR technology. The set of AR, VR and MR will be more seen
in business for data visualization and manipulation in 3D, Teleportation-virtual meeting
with having experience of 3D conferences, employee training.

The graph shows the upcoming trends of digital transformation. Al technologies will
drive majority of innovated technology nearly in every industry sector. Immersive
technologies are quickly becoming the part of our daily lives and they are here to stay
not only to enhancing human experiences but helping brands market their products
effectively and successfully to attract their target audiences. From gaming to buying
furniture immersive technologies are taking the world on top not only this it will also set
up a
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Fig. 2 Digital Transformation

new approach which will enhance HR practices. Another digital important part of
digitization is metaverse. Metaverse is nothing but just an interactive online space that
human can access with the help of a VR headset. Metaverse wouldn’t replace the
internet but it would be an iteration of internet. This application is just going to make our
real world more interesting. Instead to just texting a friend with the use of Metaverse
people can meet them by having their avatars online. It will create a physical touch of
things we see on internet even if it's not in real. This will also help in future to meet the
co-workers digitally even if they are not present physically.

DL is a subset of ML and Al with respect to its functional domain; therefore, it can be
regarded as an Al function that emulates the data processing capabilities of the human
brain. DL technology, which originated from ANN, has emerged as a fundamental
technology in the pursuit of accomplishing the objective.

A conventional neural network consists primarily of numerous neurons, which are
simple, interconnected processing elements or processors. For the intended result,
each neuron produces a sequence of real-valued activations. Numerous disciplines and
research domains have adopted neural network-based DL technology at present,
including but not limited to healthcare, sentiment analysis, natural language processing,
visual recognition, business intelligence, and cybersecurity. A comprehensive overview
of these applications can be found in the concluding section of this paper.

The metaverse in future will allow us to collaborate with many other things. Online
shopping would also change with personalize avatars that can try on clothes online by
the use of metaverse. The metaverse in a broader sense may not only refer to virtual
words but, internet as whole including the entire immersive spectrum of augmented
reality. It is a great experience of knowing that we could actually be inside of an internet
rather than just looking at it. Avatars could walk actually around in cyberspace similarly
to how people maneuver the physical world, allow users to interact with people on other
side of the planet as if they’re in the same room. The metaverse will take the same
greatness that the internet brought us in the way to support, except adding of the
physical appearance and a feel of real-time interaction. To have this experience of
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virtual world everybody would want to have headsets, so it’s important to have this
technology needs to be trendy & nominal in costing so that it could attract more people.

However, several large organizations are still rushing down over metaverse. With this
metaverse vision in mind, Facebook acquired Oculus in 2014 and launched new
product group to create the new 3-D social space to connect diverse services. To
acquire such technology, we will definitely require more competent and willing workforce
so that they could handle issues related to immersive technology. An Al is going to open
new chapter of society of the world that people try to understand ourselves better rather
than outside world.Al is an autonomous system. Technology will have the most of an
effect on manufacturing, financial services, healthcare, and energy.

Pillai & Sivathanu (2020) looks into how by adopting Artificial Intelligence driven
technology is going to change the way that ability is acquired. They give HR managers
crucial information to compare Al talent procurement technology. By expanding the
technology adoption model (TAM) with the aid of context-specific variables, artificial
intelligence (Al)-powered chat bots are becoming fully utilised for hospitality and tourism
in India. This is an actual usage AUE of Al-powered chat bots, designed to comprehend
the behavioural intentions of customers. (Pilai & Sivathanu, 2020).

Merlin & Jayam (2018) analysis secondary research data to examine the possibilities of
how Al-driven technology is transforming and assisting HRM functions such as
recruitment, training, talent management, and retention. (p & R, 2018). Geetha & Reddy
(2018) showed that how Al influences the recruitment process by highlighting the use of
Al in recruitment methods based on secondary sources of information and Jain (2017)
explains how adopting Al in HR, marketing, finance, and manufacturing could lead to a
digital transformation. (bawak, wamba, andre carillo, & akter, 2022). In computer
science-related journals like Future Generation Computer Systems, International
Journal of Interactive Multimedia and Artificial Intelligence, International Journal of
Computing and Informatics, The Scientific World Journal, International Journal of
Networked Business, International Journal of Pure and Applied Mathematics, and many
others, hundreds of articles have been published. Most articles deal issues related to
artificial intelligence and human resources. Newspaper articles and books based on Al
and HRM were also referred during the analysis.

2. Al, NPL and ML in HRM

Over the past two years, there have been several shifts in the way we do business.
Since the pandemic has hit the world, many companies have started to transform their
style of work. A new way of work has been introduced by creating a digital platform. The
HR department has been working under immense pressure to be able to keep updated
with these quick changes. The of HR department was to add more values to its people
and organization. Organizations are now increasingly adopting new technologies that
will be beneficial for HR to departments to automate and streamlined processes. Al has
that potential to bring positive results in HR department. Beyond process of automation
and simplification, Artificial Intelligence will help to examine a variety of data and inputs
related to employee behaviour in order to identify trends and produce insights that help
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decision-makers make wise choices quickly. The next generation style of work place will
totally be reliable and controlled by Al. This advance technology is one of the fastest
growing techs over past three year. Al is driven by many emerging technologies like ML,
NPL and of course the availability of data. The process of hiring alone generates
plenty of records which must be maintained, monitored, and readily accessible.

?

Define Talent Selecton Crtena

1
Y

Colect HR Data (Resumes, Performance, eic)

Y

Mreprocess and Oean Data

1
Y

Feature Extracbon

1
Y

Spit Data mto Tramng and Test Sets

I
Y

Design Neural Network Archtecture

Y

Tram Neural Network with Tranng Data

Modet Corverged —-"’)(.\,r
yes

Evalaate Model with Test Oata

1
Y

r AEL py, Metncy s g )80 )

Y Y

Select Canchdates based on Model Predubons Refine Model Parameters
1 1}
A Y
Hre Selected Canddates >[loop] Re-Tram Newal Network:

I

Y o\
Corwerged —)(./v

&ve‘

Evaliate Model with Test Data

v

Perdommance Metnics scceptable? gg’{_.:

vu

Select Candhdates based on Model Fredichons

I
Y

Hre Selected Candidates

J

> %

|
®

4

Fig. 2 The neural network process in talent selection

This acquired information should be linked with other basic HR functioning procedures,
such as performance evaluation, onboarding, and compensation administration. Earlier
these data were processed by teams which are already overburdened by the sheer
volume of their job so the good news is that Al can assist in this situation. Al can assist
HR workers in analysing vast quantities of data, extracting meaning, and providing
insights more effectively. In coming years HR will utilize Al and ML in a number of
significant ways, including the application of data science to streamline the sourcing and
screening of more eligible personnel. In above figure it illustrates about the general
process for using neural network model in hiring employee. The process of neural
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network makes hiring the right candidate based on the pre input data followed by the
applied formula to train neural network. The neural network selects candidates based
on models’ prediction.

This new generation of technology will definitely lessen the contribution of human as
machines would be consider as more relevant and unbiased than human. When hybrid-
HR software is put in place, it will use an organization's data and Al to offer insights.
Economic, political, social, and notably technical advances have made HRM into a
strategic trend in organisations; nevertheless, not all departments have accepted this
new role, due to strategic positioning is still slow and occasionally becomes problematic.
In these circumstances, integrating Al-based technology necessitates in keeping up with
society's other dimensions of evolution. The role of an Al will increase the efficiency,
proficiency & transparency in various HR function by making various management
process agile and accurate. Al-based technology makes it possible to comprehend and
manage the data collection process. The various HRM components in an organisation
where Al is starting are: (1) Hiring, (2) training & development, (3) performance analysis,
(4) career development, (5) compensation management, (6) labour turnover. (Qamar et
al., 2021a) studies on implementation of Al in HRM via following usage of techniques in
various organisation.

Expert Systems: A computer programme designed to configure expert knowledge into
logical structures that solve unstructured problems and help develop complete
information systems by providing easy access to knowledge. It is primarily utilised in HR
planning, compensation, recruitment, and labour administration.

Fuzzy Logic: This method is applied in a variety of study domains. Fuzzy logic is an
area of mathematics and artificial intelligence that deals with inference and judgement in
uncertain and imprecise settings. Fuzzy logic can quantify data uncertainty and predict
future situations using these sets to aid decision-making. (Qamar et al., 2021b)
(Berghaus & Back, 2017)

Artificial Neural Networks (ANN): Neural networks form the base of deep learning, a
subfield of machine learning where the algorithms are inspired by the structure of the
human brain. A neural network takes the data, trains them, recognises patterns in the
data, and predicts the output for a new set of similar data. A network designed to
simulate the human learning process. ANN are present in many smart phone’s
applications that human uses voice to types, Siri, Alexa. It is one of the most well-known
prediction methods and is primarily employed in selection, recruitment, and personnel
performance management. (Qamar et al., 2021a, p. 8)

Machine Learning: Al field leveraging statistic where a system “learns” based on new
data and the results of previous predictions. System teaches itself to recognize patterns
and maximize outputs.

Table 1: Digital Revolutionary Transformation at Workplace
HR concerns IT Solution proposed
Talent Acquisition & Skill Management Natural language processing, speech and image
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recognition, Signal processing and data visualization,
web scraping, SAP, SPSS, excel, oracle HRM,
structural equation model.

Employee Attrition prediction Support vector machine (SVM), Random- Forest
(RF), SEMMA methodology a business intelligence
software, neutral network, Data Mining.

Employee’s turnover SPSS statistical software, RF, SVM, Extreme
Gradient Boosting (XGBoost), sequential backward
selection algorithm (SBS), Minnesota satisfaction

questionnaire (MSQ)
Boost performance, effectiveness, productivity, Human resource information system (HRIS), oracle
and talent in human resources fusion workforce prediction, neural network, iThink

software, RF, Intelligent decision support system,
cross level model.

The above table shows the IT solution for issues related to human resources. According
to an analysis of several research, it is evident that several approaches to changing the
workplace have been put forth. Electronic HRM refers to the combination of HRM and
information technologies (Bondarouk & Brewster, 2016). The many algorithms and
techniques provided by artificial intelligence contribute to the transformation of the
workplace. (Berhil et al., 2019). In recent times, the implementation of computer
equipment advancements has facilitated the integration of information technology (IT)
into various domains of administration, most notably the Human Resource Information
System (HRIS). HRIS is a subset of management information systems that
encompasses all data pertaining to human resources. Promoting data maintenance and
access is the most recent application of information technology, which serves to
increase the competition among supporting and decision-making systems. Furthermore,
knowledge regarding the information sector applications of artificial intelligence (Al) has
increased for all.

Promising applications for various human resources management tasks, such as
compensation, profit administration, employment, training, and human resource
planning, have emerged within the realm of Al technologies, where expert systems have
emerged. Despite the fact that artificial neural networks (ANNs) have demonstrated
numerous prospective applications in engineering and management, they are not yet
widely utilised in HRM. Also, ANN in HRM can used to predict the turnovers in future in
organisation with the help of input data provided. Artificial neural networks (ANN) are a
type of information processing system that connects several information processing
units with the use of variety of mathematical models. An information provided by ANN
will helps to improve management decision making. The term "employee turnover"
refers to the voluntary resignation of workers for reasons of personal significance. There
is a possibility that these reasons are connected to historical employee data, which may
include factors such as age, seniority, compensation, credentials, job, gender, and
family considerations. Utilising data from a single employee that is based on artificial
neural networks (ANN) might uncover very complicated patterns of employee turnover.
The neural network creates a predictive and learnable system using a straightforward
three-layer architecture: processing element, layer, and network. There are also other
circumstances that decision-makers cannot handle when they are faced with

8
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complicated and non-linear problems. Therefore, the neural network system provides a
more impartial and remedial assistance system.

The process of networking broken down into two distinct categories, which are as
follows:

(a) Learning: a learning algorithm that is based on learning instances to learn from in
order to alter the process of connection weight

(b) Recall: In order to determine the output of the network based on the input data, the
recall algorithm is used.

Hidden

1 ANV
Input laver layer

Fig. 2 A neural network's processing architecture

3. Aims and Objective of the study

The main objective of this research is to study the role that Al and ML contributes to the
improvement of human resource department. In order to restrict the scope of the study
the author has used keywords related to the study. Qualifying phrases are utilised in
order to accomplish this objective. A significant portion of this investigation was centred
on scholarly writing, which included papers published in journals and essays that were
published. During the course of the research process, a variety of keywords were
utilised in order to investigate a number of internet databases. It is important to highlight
that the scope of this research is restricted to papers, journals, and publications that are
seen as being pertinent to the subject of the role that Al and CAD play in improving the
HR department. Papers, journals, and magazines that did not have a direct relation to
the topic matter were not included in this study as they were not considered relevant.
The current inquiry concerns itself with qualitative research. Also, the aim of this paper
is to serve as a reference for academics and professionals in industry and academia
who are interested in conducting research and developing intelligent and driven by data
systems for workplace transformation.

4, Methodology
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This study seeks to give a comprehensive analysis of existing papers on how artificial
intelligence (Al) and machine learning are beneficial for transforming the workplace with
the invention of advanced technologies in the field of HRM. The aim of this study is to
provide a well-structured and systematic review by analysing previous research and
reviewing papers from reputed national and international journals, including Web of
Science and Scopus. This paper has a qualitative approach. It is essential to use this
technique in order to create "a reliable knowledge stock" and advance "context-sensitive
research." Throughout the data collection process, two methodologies were
implemented: active listening and thorough documentation of all pertinent information.

5. CAD & Al Technology Revolutionizing

5.1 Robotic Process Automation (RPA) is the use of software with Artificial Intelligence
and Machine Learning capabilities to handle high- volume repetitive tasks for which
previously it required humans to perform. Some of these tasks include addressing
queries, making calculations, maintenance of previous records. The working of RPA
includes 4 crucial phases such as planning phase, development phase, deployment and
testing phase and support and maintenance phase. Each phase has its own role &
responsibility. This Al technology will help to attract the adequate number of personnel
in organization and will replace unnecessary workforce. Some of the popular tools are in
the markets are UiPath, Automation anywhere, blue prism, Work Fusion, PEGA and
Redwood. These tools help in facilitating the functions of RPA in a better way. Today
many domains and industries like, Banking and Finance, IT integration processes,
Human Resources, Insurance agencies, marketing and sales and customer relation
management are readily deploying RPA. Industries which are labour intensive will get
the benefits of it most as it will reduces excess time and cost.

5.2 Cloud computing is the most popular practices which is involving internet to store
and manages the data on internet. It allows paying for only how much we’ll use in terms
of storing data or for scaling up or down for organization development. The cloud
computing comes with data security and also gives facility of data recover in terms of
data loss. It also refers to managing files and services done on internet in a cost-
efficient manner. This will act as a great solution for HR’s as it comes with security and
easy to manage all the data of organization.

5.3 TurboHire is again an Al invested tool used in most of the HR department for better
hiring. It is one of the world’s leading best applicants tracking system, which uses
augmented intelligence to assist recruiters make better talent decision. An intelligent
talent discovery & Interview platform that will assist HR in hiring talent with smart, data-
driven, cost- effective and faster search. This application reduces time to hire; also, it
will reduce cost, and improves quality of hiring. This platform has a combine power of
talent intelligence, interview automation, applicant tracking for faster and better hiring
decision. “TurboHire” is transforming the way of recruiting with help of Al, NPL, and data
sciences.

5.4 Chatbot is a virtual assistant that replicates human interaction with candidates and
employees in order to automate operations such as screening candidates, scheduling

10
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interviews, managing employee referrals, and more. Chat bots can supplement or even
replace face-to-face interactions between employees and HR personnel. Workers can
get answers to basic questions such as holiday schedules and job opportunities 24
hours a day, seven days a week. Chat bots are not only cost effective, but they also
save time. Chat GPT is one of the leading Artificial Intelligence software examples of
Chatbot developed by Open Al.

5.5 CogniPay another Al-powered application, assists managers in making better
compensation decisions by analysing data on performance, what other businesses pay
for similar occupations, and the demand for similar abilities. The research also
considers internal forecast demand for their knowledge as well as the voluntary turnover
of individuals with similar talents. Al can also help in improving hiring by using methods
like "vocal analysis" and reading "micro expressions". It will help to identify traits that are
similar to those of high-performing employees.Al tools can also be used to improve
other processes, such as reward and performance management (handling the bonus
round, dealing with appraisals, or managing job evaluations). Perhaps more importantly,
the technology can be used to make analysis easier, such as looking for key training
needs for employee development or spotting gender bias in performance evaluation.

The management of qualitative data will also improve analytical processing. Using
mobile applications that give both free text and structured data will improve the
timeliness and consistency of feedback. As a result, there will be just-in-time client
feedback on HR services as well as feedback in response to organizational or HR policy
will be announced. Instead of being one-way or passive, communication will become
more participatory and dynamic. Innovative technologies such as ML and Al are being
used in all areas of business. Human resource and recruitment are the only areas of
business where Al will help businesses of all sizes.

6. How Unilever uses Al and ML in their Recruitment

It is one of the world’s largest (FMCG) consumer goods companies with over 400
brands and they employee more than 170 thousand people across different countries
and they recruit globally 30,000 people a year. They receive more than a million
applications worldwide for jobs. One of the massive operations is going on in order to
recruiting people with all the procedure from recruiting people to interviewing, training
etc. Unilever uses (Al) artificial Intelligence and (ML) Machine learning to streamline
these processes and to make better and more cost effective. By using Al and ML this
company recruit several employees every year globally. They partner with two big
companies “Pymetrics” “HireVue” to make procurement process better. Unilever first
thing they design for recruitment process that it starts with “online gaming”.

Candidates are asked to play a series of games designed to assess their aptitude, logic,
and reasoning, as well as their willingness for risk. By comparing their profiles to those
of previously successful employees, machine learning algorithms are then used to
assess their eligibility for whatever post they have applied for. The next step in the
process is to submit a video interview. Again, the assessor is a machine learning
algorithm rather than a human. The system analyses recordings of candidates
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answering questions for roughly 30 minutes and evaluates who is likely to be a good fit
using a combination of natural language processing and body language analysis. Once
the online interview is done, they get invited to the assessment centre where after
completion of all the procedures this is a process where the candidate gets interaction
with the real recruiters. In this assessment centre the recruiters will decide further to
these selected applicants whom to select. This is a fascinating process which will take
out all the biased recruiters because of the machines programme which will totally be
depend upon human behaviour. Also, the feedback form filled by applicants will help
machine to determine cognitive ability of person.

7. Application of Artificial Intelligence

Our daily lives are influenced by Al in a variety of ways, whether it is through health
monitoring apps, Google Maps, or personal assistant apps like Siri, Google Assistant,
Cortana, or Amazon Alexa. People are becoming more and more obsessed with this
programme. Additionally, Al is now being used in academia to verify language and
grammar using tools like Grammarly. Al is being used by many people for translation
during virtual meetings, academic study, and research work by scholars. For interpreting
from one language to another, Skype's Translator provides translation in numerous
languages. Al is useful for capturing conference call audio and footage. An example of
an Al-chatbots that enters note-taking tasks and emails the notes is Clarke.ai.
Nowadays, Al is used in every area in some capacity.

HR professionals are now managing applicant applications, screening resumes,
communicating with candidates, and scheduling interviews using Al-based software
apps. Organizations are using a variety of Al programmes to handle all phases of the
employee life cycle, including compensation management. Nowadays, shopping centres
use Al tools to help customers. Examples of Al-based shows are those on Netflix,
Amazon Prime, or other OTT platforms. Whether we want to admit it or not, Al has a
significant effect on both our personal and professional lives. Al has altered how people
labour and live. We are able to work more effectively and efficiently as a result. Work,
the workforce, and HR are being transformed by Al.

The relationship between management and workers, as well as quality, compliance, and
transparency, are all being improved by Al. We already use Al in our daily lives, but
most of us are not conscious of the underlying technology. Al technology is responsible
for all the automatic recommendations and forecasts we receive on our smart phones.
Businesses anticipate that Al will expand rapidly over the coming years. (Johnson et al.,
2020)

8. Conclusion

Al has excellent application in a vast array of fields. The incorporation of Artificial
Intelligence into business will create boundless prospects. In future there will be
limitless opportunities for Al particularly in the field of Human Resource Management
(HRM). Human Resource will deliver integrated orientation, experience, and real-time
solutions as a result of the digitalization and automation of HR tasks. Globally, the
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integration and deployment of immersion technologies have already transformed the
work of a Human Resource managers from a manual administrative work into more
challenging role. Al will bring more transparency towards work at workplace. This
transparency will be essential in making employee trust towards new technology. It will
remove all the biasness as all the necessary things will be done but machines. There
are many advantages Al technology in future but there could also be some drawbacks
of it, i.e. this advance technology will lack behind in showing empathy and will fail to
have human interaction in order to get to know them personally before hiring. Al can
bring result based on data given but could not sense human emotion. The beauty of the
Al market is that there is a solution for every business, irrespective of size, objectives,
or budget. Therefore, it depends upon HR to decide if Al technology is the right solution
to use for business perspective. This is a fastest growing technology which will modify
traditional ways of recruiting of human resource in organization.

9. Suggestions

Al technologies are advancing rapidly as a result of a rise in computing power, and an
increase in the volume of data, and a deeper theoretical understanding. Organizations
must comprehend the implications of this transformation. However, the interaction
between people and technology in the workplace is very scenario-dependent, and
responding to the situation is essential for maximizing the positive potential and
minimizing the negative side effects of Al. It is very important to clearly define aims and
desired outcomes. An Al, for instance, is merely a cost reduction or value
addition/service that will only improve exercise and streamline the service. HR should
focus on business requirements and not technology specific. Recognize your digital
talents and weaknesses, as well as your development potential. Establishing strong
personal and professional ties with the IT department will be helpful for organization.
Changing and learning capacity will definitely boot “HR” team Motivation.

Having transparency will ensure that the operation of Al is publicly known. HR should
focus on numerous incremental improvements rather than pursuing a radical
transformation.

‘Our future is a face between the growing power of our technology and the wisdom with
which we use it. Let’s make sure that wisdom wins. - (Hawkin, 2018)

Declaration of competing Interest: The author certifies that there is no competing
interests with regard to this study.

Abbreviations-

Al- Artificial Intelligence

ML- Machine Learning

HR- Human Resource

HRM- Human Resource Management
HRIS- Human Resource Information System
NPL- Natural Programme Language

XR- Extended Reality
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AR- Augmented Reality

VR- Virtual Reality

MR- Mixed Reality

BPR- Business Process Re-engineering

TAM- Technology Adoption Model

IEEE- Institute of Electrical and Electronic Engineers
FMCG- Fast Moving Consumer Goods

IBM- International Business Machines

RPA- Robotic Process Automation

R&D- Research & Development

OTT- Over the Top

SHRM- Strategic Human Resource Management
CAD- computer-aided design
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