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Abstract— Human resources go past their essential capacities.
Artificial intelligence is an innovation that characterizes another
worldview for business. Notwithstanding impulse, AI can
facilitate the regulatory weight on human asset work force,
depending principally on demonstrated revealing examples, to
help dynamic. Quickened digitization and artificial intelligence
can encourage the incorporation of numerous systems and give a
coordinated stage that can support every human asset capacity,
beginning with enrollment, determination, preparing,
improvement, prizes, and execution. The executive’s innovation
keeps on progressing at a huge rate, the world has become a
worldwide town, and everybody is associated with one another
through the Internet. Artificial intelligence enables the
framework to think and act like a sane human, with the
advantages of less computational blunder, less weakness, and
quicker work. In this profoundly serious business world, human
resources are a basic resource/contribution for a business to
improve the presentation of the association. The achievement of
an association relies upon how individuals treat it. Innovation
converges to give transformative worth. Artificial intelligence
analyzes the tremendous measure of information produced by
learning machines in the cloud. This will assist you with getting
better execution and activity. Dispose of tedious manual
assignments, accelerate ability look, improve worker
commitment, and lessen representative burnout.

Index Terms— Artificial intelligence (AI), Human resource
(HR)

1. INTRODUCTION

‘Human Resource Management’ is principally worried
about remuneration the board and their pay rates, execution
assessments, urges workers to be beneficial and give a valiant
effort in the association where their objectives and goals are
accomplished. It is likewise important to comprehend the
significance and its quality in the public eye, the satisfaction
of the targets of the association to be fruitful in the long haul is
the duty of all the subordinate branches of the association.
Human asset the executives basically bolsters the vision of an
association worker.

Lately, the significance of artificial intelligence (AI) has
expanded. This innovation, alongside its effect on financial
and moral measurements, has been the subject of much
discussion. The business' interest in Al is developing quickly
and governments are attempting to comprehend what
innovation intends to residents.

“Artificial Intelligence is defined as an ideal intelligent
machine that is a flexible rational agent that perceives its
environment and takes actions that maximize its chance of
success at some goal. Al has a huge power to act or respond
like a human brain and it provides full potential at work.” It
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has the incredible capacity to act and react to amplify your
potential in the working environment. Artificial intelligence
can lessen work pressure on representatives to perform
proficient system work, information investigation, and so
forth. Artificial intelligence innovation interfaces individuals
to machines and machines to different machines. The Al
system chooses applicants, draw in workers, reconnect, and
build up their professions.

Artificial intelligence in human resources assists with
understanding subjective science and intellectual conduct
displaying. HR Al incorporates a successful examination of
past, present and future occasions. An overview of past
occasions is known as a report. Recent development
contemplates are called examines, and future occasion studies
or desires are called prescient breaks down. The three
examinations will lead to viable arranging and determining of
different human asset exercises to accomplish the
association's goals. Human asset directors assume a key job in
creating computerized aptitudes, advanced development,
computerized change capacities, and capabilities inside the
association. The human resources office is at the core of the
association.

Artificial intelligence in human resources assists with
understanding intellectual science and psychological conduct
displaying. Al in HR incorporates a powerful examination of
past, present and future occasions. A review of past occasions
is known as a report. Recent development contemplates are
called breaks down, and future occasion or desire considers
are called prescient examines. Each of the three overviews
lead to successful arranging and determining of different HR
exercises to accomplish the destinations of the whole
association. Human asset directors assume a functioning job
in creating computerized abilities, development, and
advanced change abilities and limits inside the association
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2. LITERATURE REVIEW

S.NO CONTRIBUTOR THEORY/MODEL

1. John Searle Presented the ‘Chinese room argument in 1980, which
claimed to prove the falsity of strong AI’. “Assume you do not speak
Chinese and imagine yourself in a room with two slits, a book, and
some scratch paper. Someone slides you some Chinese characters
through the first slit, you follow the instructions in the book,
transcribing characters as instructed onto the scratch paper, and slide
the resulting sheet out the second slit. To people on the outside world, it
appears the room speaks Chinese-they slide Chinese statements in one
slit and get valid responses in return yet you do not understand a word
of Chinese. This suggests, according to Searle, that no computer can
ever understand Chinese or English, because, as the thought
experiment suggests, being able to 'translate’ Chinese into English does
not entail 'understanding' either Chinese or English: all which the
person in the thought experiment, and hence a computer, is able to do is
to execute certain syntactic manipulations.”

2. Rob May In article HR Examiner he states that artificial intelligence is a
misunderstood term in the field of human resources. In his article, he
clarified that artificial intelligence is a mix of Al and normal language
handling, which can be helpful in the working environment. Computer
based intelligence programming innovation can be utilized in
numerous regular emphases in the following 3-5 years applying to the
board capacities

3. Jim Barnett In an investigation on the job of AI, found that prescient
examination is a HR viewpoint by gathering information, for example,
representative commitment levels, execution bits of knowledge,
criticism social and thoughts on why Al is leaving the organization.
Disclose how to react to the examination and group explicit moment
expectations. These projections incorporate the best kinds of
representatives, chance gatherings with high turnover or execution
related concerns, or the most significant sorts of gear. Making
associations and recognizing requests or strategies utilizing the
artificial intelligence framework should be possible or else, it will be
troublesome and delayed for individuals to discover. This permits the
human resources group to take an interest in numerous key activities
for the organization, including program arranging. This prescient
intelligence makes the HR group increasingly proactive.

4, Eva Wislow In the title of top ways to use Al in HR explained: “Al can
help you to handle recruiting, productivity, and retention more
efficiently than traditional HR methods. At the same time, it also allows
you to do it faster than ever before.” ."The important thing about talent
acquisition is that we are able to eliminate loads of tedious and
monotonous work from HR managers, namely talent acquisition
software which is capable of scanning, reading and assessing
applicants and easily removing 75 percent of the employee procedure.
Al can be arranged, sorted out and conveyed. Through online courses
and advanced study halls, numerous Al new worker preparing projects
can foresee representative prerequisites, bringing about expanded
maintenance for workers inside the association. It assumes a significant
job in the association, so it can't carry out the responsibility physically,
so it very well may be done effectively with the assistance of artificial
intelligence.
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Meghan M. Biro Reviewed that artificial intelligence projects can foresee
results dependent on past experience given to the program. Computer
based intelligence can perceive designs and dissect information at high
speeds to help human asset directors settle on solid choices. It
additionally works with Al's best HR experts to all the more likely
oversee information serious undertakings, find capable individuals in
far-fetched areas, and even increment representative fulfillment and
turnover.

Algorithms will benefit from an almost infinite pool of
possibilities to find the right job candidates.

Al can assess competitors and secure the best position for the
applicant.

Improve worker fulfilment through ordinary, fair-minded
execution surveys utilizing Al

Barbara Van pay Portrays in an article how Al is re-evaluating human
resources. Artificial intelligence assists organizations with expanding
effectiveness and diminish employing hours when individuals are
recruited successfully. By utilizing Al in your association, you can
choose various applicants, gather information to rank competitor’s
dependent on other data, for example, experience, range of abilities,
and so on. You can diminish the time required for employing the right
individual. For the sake of finding the best candidate for the job, the
main part involved is interviewing for which interviewing software’s
like Hike Vue, Mya etc. are there .Al advancement with programming
like Hiking View, is currently for the most part utilized. Artificial
intelligence innovation can help enroll, meet and essentially lessen
enlistment lead times, perform explicit jobs, and enlist the correct
up-and-comers with the capacity to make organizations simpler and
quicker.

Shweta Jain Artificial intelligence is an extensive advanced change when
an association functions admirably with numerous units, for example,
human resources, showcasing money, assembling and procedures. The
creators of the report reason that human resources experts can utilize an
assortment of artificial intelligence innovations and apparatuses for all
human asset capacities, including enlistment, choice, preparing,
improvement, execution the executives, pay, and pay the executives.

Megan Marie butler Artificial intelligence assumes a significant job in
associations engaged with tasks, information speculation, which
implies the improvement of calculations dependent on different rules.
Al is versatile and empowers information researchers to make
calculations that perform better undertakings after some time. It can set
a few measurements and recognize worker responses, for example, bad
conduct to HR direct.

Tan Bailie “An Examination of Artificial Intelligence and its Impact on
Human Resources”. This report tells about big firms that adopt Al and
examine the basics of Al and explore how Al is being applied in HR. It
has been developed for those who would like to learn more about the
potential application of Al in human resources. There are four regions
where Al innovation has truly flourished. The first is not surprisingly
about experience. The second is about enlistment. In forms like
recruiting, there are a wide range of touchpoints during the time
utilizing innovation and artificial intelligence to improve the general
understanding. The third is learning and advancement. At long last, the
People Analytics field. We have this information created day by day
using all these new stages. You can utilize this information to get
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increasingly refined examination and begin making more forecasts.
These are the four zones that we are investigating while thinking about
the effect of Al on human resources. There is an incredible open door
for HR offices to consider executing Al in their associations.

10. Merlin & Jayam In the "Human Resource Management Artificial Intelligence"
report tends to the capability of how artificial intelligence changes and
supports human asset capacities, for example, selecting, preparing,
ability the board and maintenance through models continuously. It
lastly addresses the future effect on the human resources workforce.
They utilize optional research to address how artificial intelligence is
changing and tending to the possibility to help human asset capacities,
for example, enlisting, preparing, ability the board and maintenance
through ongoing models, artificial intelligence and human resources. It
gives data on the crossing points of the executive’s cases lastly
addresses future effects on the human resources workforce.

organization in a valuable way. Therefore, Al allows
you to maintain a data base of candidates who apply
for the different roles, which can be used to
re-engage the candidates whenever in need. During
1. To study the role of Al in HR. the recruitment process, Al can be used to the benefit
2. To study the pros and cons of artificial intelligence in of ngt only the hiring and - organization but its job

HR. applicants, as well. For example, Al technology can
streamline application processes by designing more
user-friendly forms that a job applicant is more
likely to complete, effectively reducing the number
of abandoned applications.

3. OBJECTIVES OF THE STUDY

3. To study the future of artificial intelligence in HR.

4. METHODOLOGY

This study is based on secondary data. Research papers,
Reports, Articles, Journals and websites are being referred to
draft this Paper. Exploratory type of Research has been
conducted to have a better understanding of Al in Human
resources.

B. Internal Mobility and Employee Retention:
Through a customized input overview and a
worker mindfulness framework, human resources
offices more precisely measure representative
commitment and occupation fulfillment. This is
extremely valuable thinking about the fact that it is
so essential to comprehend the general needs of
workers, yet getting this data likewise has some
significant hierarchical preferences. As per an
ongoing report by the Association of Human
Resources Professionals, some artificial intelligence
programs are assessing key markers of
representative accomplishment to distinguish what
ought to be advanced and advance inner liquidity.
Doing so could fundamentally lessen ability securing
expenses and increment worker maintenance. Be
that as it may, this innovation isn't restricted to
recognizing open doors for interior advancement.
You can likewise anticipate who is destined to leave
the group. Having this information at the earliest
opportunity permits Human Resources staff to create
maintenance endeavors before it's past the point of
no return, and to deliberately diminish worker
burnout.

4.1 ROLE OF ARTIFICIAL INTELLIGENCE

Organizations are putting resources into artificial
intelligence and intellectual processing for their human asset
work processes. No division has more intricate information
examination and the board needs than HR. Artificial
intelligence innovation can enable divisions to gather and
procedure information and make fundamental expectations
dependent on evolving conditions. Quickened digitization can
help incorporate an assortment of frameworks and give a
coordinated stage that can bolster all human asset capacities,
beginning with enrollment, choice, preparing, advancement,
remuneration, and execution the executives

A. Talent Engagement & Recruitment: HR experts
utilize an assortment of artificial intelligence
advances and instruments to give ongoing input and
data on up-and-comers through an interface that
empowers them to rapidly react to basic
up-and-comer requests progressively. This will lead
to a superior corporate image of the company in the
organization. With these sessions’ candidates will
be in touch with the organization and job

C. Reducing Favoritism: Unconscious favoritism can
influence work and pay choices in various manners.
Al applications can be used to analyze job

designations. Which may not have been possible
only through automated emails. In today’s vibrant
economic  environment  where  employee’s
productivity is the most important element for an
organization’s success, it’s important to acquire,
manage and engage the talented employees in an
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descriptions to identify gender bias or language
which might discourage strong applicants. In
addition to removing bias from hiring documents, Al
could present managers with candidates who may
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have been screened out due to human tendency to
favor candidates with similar traits or competencies.

D. Improved Employee Relations through
enhancements in HRIS systems: Expanding
competencies gap, undecided demographic factors,
cross-generational and culturally diverse employees
and the leadership gaps are affecting the different
HR activities and functions. These gaps can be
effectively reduced when Al tools in the form of
chat, emails, or virtual meeting room, software’s,
metrics, etc. is used to extend emotional synergy
between teams. Al uses information gathering,
processing and analysis tools — that helps in better
investigation of different complaints and requests.
Al software can computerize intricate tasks such as
gathering information from several contact points,
separating employees and HR problems into profiles
and training teams.

E. Career Development & Training Activities: When
representatives know about the organization culture,
procedures and strategies. It is essential to provide
an ongoing career development opportunity so as to
keep the employees motivated. Al tools helps in
developing Customized Career development,
training, learning and development plans that will
help in improvement in employee productivity, less
absenteeism, improvement in job satisfaction, lower
employee turnover, higher returns to shareholders
and lower stress. When the employee is engaged at
the organizational level, it focuses on aligning the
organizational values to HR strategy so as to develop
intellectual awareness to effectively achieve not only
HR goals but overall organizational goals and
objectives holistically. Computer generated reality,
the utilization of robots, Al, and prescient
investigation will on a very basic level changes the
establishment of authoritative achievement.

42 PROS AND CONS OF ARTIFICIAL
INTELLIGENCE IN HR
Artificial intelligence has earned its place in the business
world and doesn't give off an impression of being repudiated
right away. Progressive innovation has prompted creative
advancements that swell the edge lines, particularly in the
region of human asset the board. The usage of artificial
intelligence for human asset the executives has a few
favorable circumstances and impediments.

1) PROS OF ARTIFICIAL INTELLIGENCE IN HR

A. Al rules out error: The term ‘human error’ came
from the fact that humans make mistakes from time
to time. PC won't make these mistakes in the event if
it is modified accurately. Artificial intelligence can
apply a specific arrangement of calculations to settle
on choices dependent on recently gathered data,
lessening mistakes and conceivably accomplishing
more noteworthy exactness. Machines have no
feelings or emotions, so you can finish different
tasks with accuracy and exactness.
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B. Day in and day out help:The normal individual

works 4-6 hours every day without breaks. Humans
are born so that they invest a little energy reviving
and getting ready for new openings, and without
influencing their work. Machines do not get tired, or
bored, or distracted, making them all the more
perfect for performing and completing the tasks.
They can be at your service 24x7, all year round.

C. Intuitive training stage makes learning fun:Today,

the majority of employees aren’t interested to engage
with traditional learning methods and hence, prefer
interactive staff training mechanisms. Artificial
intelligence has the ability to position complex
training modules and improves employees’ skills. It
makes training sessions more efficient, relevant and
enjoyable.

D. Optimizing recruitment:Hiring processes are

lengthy and complicated: hiring managers must go
through hundreds of resumes before they can narrow
down to a smaller selection. Based on a set of
pre-determined criteria Al can make the initial
selection round, reducing the workload of the hiring
manager. This makes the tasks quite easy for the
companies to quickly identify talents, and scoop
them up before competitors do.

2) CONS OF ARTIFICIAL INTELLIGENCE IN

HR

A. It relies too much on certain keywords: Al is

currently too dependent on some keywords. When it
scans the bunch of applications, it looks for words
and phrases that help select the best candidates for
the position. However, those who are familiar with
how AI works can easily use these keywords in there
application just to make sure they get fit into that
particular job position., but they might not be fit for
that position or status.

B. Less accurate and unwavering quality: Al is still

being developed and it is far from being perfect. Not
everything that Al technologies give you is entirely
accurate and artificial intelligence is not something
you can rely on entirely. You can also program the
tool you are using incorrectly or not take into
account all the factors which will lead to
misinterpretation of candidate applications and loss
of talent.

C. Not generally implementable: Just like the members

of HR departments are not ready to improve their
skills, companies feel that they are not capable of
implementing Al into their workflow just yet. Any
kind of major changes requires a lot of attention and
resources that some companies simply do not
possess. What this means for Al technologies is that
they are not likely to be adopted massively anytime
soon. Decades may pass until all the big and small
businesses decide to switch to Al. Change doesn't
happen instantly, after all.
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D. Employee hiring: A company, being a team is only as
efficient as its weakest member. However, searching
for the first-class talent that meets the all-round
demands of your organization is never an easy task.
However, with the proficiency and time management
effectiveness of Al through Digital Hiring
Technology, this can quickly become a simple
process. However, this remedy does come with its
own pitfalls. Although AI can do a clean job at
recruiting without human bias, they may not be able
to weigh and implement important variables such as
company culture and similar company values during
decision making process.

4.3 FUTURE OF ARTIFICIAL INTELLIGENCE IN
HR
The universe of work is experiencing a significant change as
it has just watched a portion of the significant work and work
strife related with it. Artificial intelligence isn't only an
innovation of things to come, it is as of now during the time
spent forming some key parts of the human resources
industry.
Every individual is novel and extraordinary, and what works
for one individual may not work for another. With better
approaches for working and conduct changes and the
development of the computerized world, plainly
progressively human associations will be required later on
working environment. These work environments are the place
the faculties of our representatives become possibly the most
important factor and are the way to imagination, joint effort
and prosperity. We have to expand representative
commitment and empower new and powerful methods of
working that associate rapidly and in a customer arranged
way.
For any change, it is an adjustment in the mentality of the
association, on the grounds that the manner in which we work
today is unique in relation to the past and this distinction is
because of the expansion in innovation. Associations are
continually moving from old methods of getting things done
to better approaches for getting things done. New systems,
structures, procedures and advances are so not quite the same
as the past and the present express that individuals need to
receive better approaches for working and new working
societies.
Associations need to create fitting ways to deal with
guarantee, these social changes. The two most significant
drivers of progress for an association's way of life are
administration backing and learning readiness. An effective
technique for a new position must concentrate on a
comprehensive and coordinated approach and permit and
trust representatives to work with all out adaptability
whenever, anyplace. Furthermore, keeping up and creating
top ability, retraining, fortifying undertakings and capacities,
and working with the non-human workforce, while thinking
about future work procedures, are likewise a few components.
Since such activities must be a necessary piece of the
association's general change procedure, the association
centers around giving a system that drives change in
representatives, workspaces, and societies. Since such
activities must be a necessary piece of the association's
general change procedure, the association centers around
giving a system that drives change in representatives,
workspaces, and societies.
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There are various sorts of human resources advances
available today, a significant number of which utilize some
type of Al or artificial intelligence innovation on a stage with
use cases. Probably the biggest zone where we can see the
effect is enrollment, regardless of whether it is sourcing,
choice, directing, meeting, or selecting competitors. Other
HR works that are seeing computerization are the executives,
learning and improvement, ability the board, advantages and
commitment. By and large, more prominent mechanization,
extension, and intensification influences all regions. The
effect and appropriation of every one of these highlights are
not the equivalent, since the advantages of artificial
intelligence for human resources and the workforce are not
quickly accessible.

Occupations are re-imagined and renamed as individual
assignments are digitized. Obviously, this will bring about a
noteworthy renaming and realignment of work. A few parts
and jobs, and even whole areas of the workforce, will be lost,
and different segments and jobs will be lost.

Smart digitalization can change not only the types of workers,
but also their number and perceived importance. The
performance of employee with problem solving, leadership,
empathy and creative skills is improved by replacing
employees who perform repetitive, methodical tasks.
Employers are becoming more important to those workers
who carry out tasks that technology cannot yet crack, which
means ingenuity, innovation, imagination and skills.

CONCLUSION

Joining human asset rehearses with Al-based candidates will

improve the presentation of your association. In spite of the
fact that Al applications don't have human-like intellectual
and enthusiastic capacities, these ground-breaking Al-based
HR applications can be examined, anticipated, and analyzed,
making them an amazing asset for an association. Artificial
intelligence frameworks must be painstakingly overseen via
scanning for dependable preparing informational collections,
utilizing fitting execution draws near, looking for lucidity,
taking out inclination, and thinking about unintended results.
This technology will help the HR managers to deliver and
perform the best. The future of Al is ready and the HR needs
to tap itself to take up Al in all its functions. Al is a great
successful strategy that can turn any company into a profitable
one. The technology has altered the way the system works.
The credit goes to the data processor, Internet, programmers
and processors.

REFRENCES

[1]AI in human resources: Oracle Human Management
Cloud

[2]Brijendra Singh Yadav, Anuj Kumar Sharma:
Growing Role of Artificial Intelligence in Various
Human Resource functions of Modern Business
Organizations, International Journal of New
Innovations in Engineering and Technology

[3]Lochan Sharma Tandon, Dr. Parikshit Joshi, Richa
Kinger Rastogi: Understanding The Scope of
Artificial Intelligence in Human Resource
Management Process — A Theoretical Perspective,
International ~ Journal of  Business  and
Administration Research Review, Vol.1, Issue.19,
July- Sept 2017.

www.ijerm.com


http://www.ijerm.com/

International Journal of Engineering Research And Management (IJERM)

[4]Nigel Guenole, Sheri Feinzig: The Business Case for
Al in HR With Insights and Tips on Getting Started,
IBM Smarter Workforce institute

[S]Ruby Merlin.P , Jayam.R: Artificial Intelligence in
Human Resource Management, International
Journal of Pure and Applied Mathematics Volume
119 No. 17 2018, 1891-1895

[6]Suruchi Pandey, Priyadarshini Khaskel: Application
of Al in Human Resource Management and Gen Y*'s
Reaction, International Journal of Recent
Technology and Engineering (IJRTE) ISSN:
2277-3878, Volume-8 Issue-4, November 2019

[7]Jennifer Johansson, Senja Herranen: The application
of Artificial Intelligence (AI) in Human Resource
Management, Jonkoping International Business
school

[8]Richa Verma, Srinivas Bandi: Artificial Intelligence
& Human Resource Management in Indian It Sector,
University of Mysore, Bangalore, India

[9]Malathi Sriram, L. Gandhi: Exploring the dynamica
Virtus of Machine Learning (ML) in Human
Resource Management - A Critical Analysis of IT
industry, International Journal of Computer Sciences
and Engineering

[10] Artificial intelligence and Human resource
management: New perspectives and challenges,
Kyung Hee University School of Management

[11]T Buzko, Y Dyachenko, M Petrova, N Nenkov, D
Tuleninova, K Koeva: Artificial Intelligence
technologies in human resource development,
Computer Modelling & New Technologies 2016
20(2) 26-29

[12]116 Artificial Intelligence projects from Deloitte
Practical cases of applied Al: Deloitte Case Study

[13] The State of Artificial Intelligence in HR, HR.com

[14] A New Age of Opportunities What does Atrtificial
Intelligence mean for HR Professionals? Human
Resources Professionals Association

[15]The new age: artificial intelligence for human
resource opportunities and functions, Ernst and
Young Ltd.

[16] Artificial Intelligence in HR: A No-brainer, Price
Water Horse Coopers (Pwc)

[17] https://www.indianretailer.com/article/whats-hot/tre
nds/how-artificial-intelligence-is-transforming-hr-pr
ocesses.a6514/

[18] https://hrdailyadvisor.blr.com/2020/02/06/how-ai-w
ill-reconfigure-human-roles-in-2020-and-beyond/

[19] https://www.hrtechnologist.com/articles/ai-in-hr/ai-i
s-transforming-hr-departments-pros-and-cons/

[20] https://www.cutehr.io/ai-in-hr/

[21] https://www.entrepreneur.com/article/331073

[22] https://www.peoplematters.in/blog/hr-technology/in
troduction-of-ai-to-new-age-human-resource-16958

[23] https://janzz.technology/the-potential-of-ai-in-huma
n-resource-management/

[24] https://hackernoon.com/artificial-intelligence-in-hr-
processes-is-the-new-norm-wsr32kq

[25] https://www.larryweeks.com/ep-29-working-with-a-
i-rob-may-on-the-hype-and-reality-of-artificial-intel
ligence/

[26] https://gigaom.com/2016/12/06/investor-and-ceo-ro
b-may-talks-artificial-intelligence-with-gigaom/

42

ISSN: 2349- 2058, Volume-07, Issue-06, June 2020

[27] https://www.hrexaminer.com/how-ai-will-change-hr
-by-2020-and-beyond/

[28] https://www.bizjournals.com/bizjournals/how-to/hu
man-resources/2016/06/the-role-of-artificial-intellig
ence-in-people.html

[29] https://hrleader.hrmac.org/Full-Article/how-artificia
l-intelligence-is-reinventing-human-resources

[30] https://bigdata-madesimple.com/5-ways-to-use-artif
icial-intelligence-ai-in-human-resources/

[31] https://www.yoh.com/blog/pros-and-cons-of-artifici
al-intelligence-in-hr-and-how-its-transforming-the-d
epartment

[32] https://towardsdatascience.com/advantages-and-dis
advantages-of-artificial-intelligence-182a5ef6588c

[33] https://www.myhrfuture.com/blog/2018/12/8/navig
ating-the-hype-and-impact-of-ai-in-hr

[34] https://www.pockethrms.com/blog/5-benefits-of-art
ificial-intelligence-in-hr-industry/

[35] https://www.newstatesman.com/spotlight/emerging-
technologies/2019/04/hr-and-ai-technological-futur
e

www.ijerm.com


http://www.ijerm.com/
https://www.indianretailer.com/article/whats-hot/trends/how-artificial-intelligence-is-transforming-hr-processes.a6514/
https://www.indianretailer.com/article/whats-hot/trends/how-artificial-intelligence-is-transforming-hr-processes.a6514/
https://www.indianretailer.com/article/whats-hot/trends/how-artificial-intelligence-is-transforming-hr-processes.a6514/
https://hrdailyadvisor.blr.com/2020/02/06/how-ai-will-reconfigure-human-roles-in-2020-and-beyond/
https://hrdailyadvisor.blr.com/2020/02/06/how-ai-will-reconfigure-human-roles-in-2020-and-beyond/
https://www.hrtechnologist.com/articles/ai-in-hr/ai-is-transforming-hr-departments-pros-and-cons/
https://www.hrtechnologist.com/articles/ai-in-hr/ai-is-transforming-hr-departments-pros-and-cons/
https://www.cutehr.io/ai-in-hr/
https://www.entrepreneur.com/article/331073
https://www.peoplematters.in/blog/hr-technology/introduction-of-ai-to-new-age-human-resource-16958
https://www.peoplematters.in/blog/hr-technology/introduction-of-ai-to-new-age-human-resource-16958
https://janzz.technology/the-potential-of-ai-in-human-resource-management/
https://janzz.technology/the-potential-of-ai-in-human-resource-management/
https://hackernoon.com/artificial-intelligence-in-hr-processes-is-the-new-norm-wsr32kq
https://hackernoon.com/artificial-intelligence-in-hr-processes-is-the-new-norm-wsr32kq
https://www.larryweeks.com/ep-29-working-with-a-i-rob-may-on-the-hype-and-reality-of-artificial-intelligence/
https://www.larryweeks.com/ep-29-working-with-a-i-rob-may-on-the-hype-and-reality-of-artificial-intelligence/
https://www.larryweeks.com/ep-29-working-with-a-i-rob-may-on-the-hype-and-reality-of-artificial-intelligence/
https://gigaom.com/2016/12/06/investor-and-ceo-rob-may-talks-artificial-intelligence-with-gigaom/
https://gigaom.com/2016/12/06/investor-and-ceo-rob-may-talks-artificial-intelligence-with-gigaom/
https://www.hrexaminer.com/how-ai-will-change-hr-by-2020-and-beyond/
https://www.hrexaminer.com/how-ai-will-change-hr-by-2020-and-beyond/
https://www.bizjournals.com/bizjournals/how-to/human-resources/2016/06/the-role-of-artificial-intelligence-in-people.html
https://www.bizjournals.com/bizjournals/how-to/human-resources/2016/06/the-role-of-artificial-intelligence-in-people.html
https://www.bizjournals.com/bizjournals/how-to/human-resources/2016/06/the-role-of-artificial-intelligence-in-people.html
https://hrleader.hrmac.org/Full-Article/how-artificial-intelligence-is-reinventing-human-resources
https://hrleader.hrmac.org/Full-Article/how-artificial-intelligence-is-reinventing-human-resources
https://bigdata-madesimple.com/5-ways-to-use-artificial-intelligence-ai-in-human-resources/
https://bigdata-madesimple.com/5-ways-to-use-artificial-intelligence-ai-in-human-resources/
https://www.yoh.com/blog/pros-and-cons-of-artificial-intelligence-in-hr-and-how-its-transforming-the-department
https://www.yoh.com/blog/pros-and-cons-of-artificial-intelligence-in-hr-and-how-its-transforming-the-department
https://www.yoh.com/blog/pros-and-cons-of-artificial-intelligence-in-hr-and-how-its-transforming-the-department
https://towardsdatascience.com/advantages-and-disadvantages-of-artificial-intelligence-182a5ef6588c
https://towardsdatascience.com/advantages-and-disadvantages-of-artificial-intelligence-182a5ef6588c
https://www.myhrfuture.com/blog/2018/12/8/navigating-the-hype-and-impact-of-ai-in-hr
https://www.myhrfuture.com/blog/2018/12/8/navigating-the-hype-and-impact-of-ai-in-hr
https://www.pockethrms.com/blog/5-benefits-of-artificial-intelligence-in-hr-industry/
https://www.pockethrms.com/blog/5-benefits-of-artificial-intelligence-in-hr-industry/

	1. INTRODUCTION
	2. LITERATURE REVIEW
	3. OBJECTIVES OF THE STUDY
	4. METHODOLOGY
	CONCLUSION
	REFRENCES

