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Abstract:
Technological advancements has transformed the tempo of all industries in today's vibrant and challenging
society. Artificial intelligence (AI) is an innovation that allows businesses to expand at a quicker rate while
also completing their tasks more effectively. This innovation has made its way into a variety of sectors,
including accounting, human resources, advertising, and manufacturing. The AI technology has allowed the
company to improve its current productivity and conduct activities more effectively on a daily basis.
Individuals functioning at various management positions are presently making concerted efforts and
realizing the need for AI at work as a result of the contemporary and challenging market. The information
was analyzed using regression model, and the researchers employed numerical modeling to carry out the
study. AI as a platform has a part in several Human resource management (HRM) processes, ranging from
recruitments to evaluating employee effectiveness. The relationship between AI and Human resource (HR)
tasks, as well as the many activities done by the HR division, will be investigated in this work. The goal is to
comprehend factors like as creativeness and how HR activities are used. HR personnel from several IT firms
were examined for the research. The results of the investigation revealed a favorable relationship between
many criteria such as simplicity of use and creativeness, indicating that AI has an impact on both. This study
article will give in-depth understanding about AI, which is currently undergoing a major industrial
transformation known as Industry 4.0.
Keywords: Artificial Intelligence, Green HRM, Potential benefits, HRM Process
I.

INTRODUCTION

In today’s society, artificial intelligence (AI) has been an universe famous phenomenon,
spreading from Technology Companies to digital world and then to every corner of the
globe. Artificial Intelligence (AI) is concerned with simulating and replicating cognitive
issue-resolution skills [1]. AI is highly significant and beneficial, and it uses mathematical
approaches to conduct and do labour and associated activities that require cognitive
intellect. To be further specific, AI may be described as a function that involves cognitive
intellect and reasoning, such as judgment taking and issue resolution. (Bellman, 1978).
[Kurzweil 1990] Creating and constructing computers to perform jobs and tasks that
require inborn talent and insight. AI is the science of computational technology that results
to activity that requires cognitive intellect. (1992, Winston). It is the research of
technologies and algorithms that accomplish tasks that people are better at doing. [Knight
and Rich, 2003]. AI algorithms may be characterised as machines that behave and
understand like people and perceive and behave logically, pursuant to those criteria. The
popular perception of AI is that it is a branch of Machine Learning (ML). It is critical to
recognise that it plays a significant part in fields such as mathematics, astronomy,
physiology, psychiatry, morality, organizational, and its use in various managerial
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activities, and some others. The capacity to mix information from a variety of domains will
aid researchers in their effort to create a smart intelligent machine [2].
In the last several generations of AI research, it has become clear that cognitive
ability refers not just to an user's competence, but also to how well they are conscious of
their surroundings. AI necessitated ways for encapsulating information so that it could be
integrated into a computing platform. Conditional reasoning, production principles, neural
nets, semantic networks, and other AI methodologies are only a few examples. The basic
objective of AI is to tackle complicated issues that are difficult for humans to solve [3].

Fig. 1. AI’s relationship with HRM
The accompanying diagram depicted above clearly represents the relationship between
AI and administration and organization. It indicates that AI is linked to various managerial
roles and keeps things moving in day-to-day operations. In a study article published in
1993, Duchessi, O'Keefe, and O'Leary examined the notion of AI and digitized innovation
and its impact on choice formation, price minimization, and other managerial activities
such as labour actions and business architecture.
II.

RELATEDWORKS

As per a national study, over 62 percent of firms want to employ AI in controlling their
administration and day-to-day tasks, with approximately 38 percent currently doing so.
Companies that use these technologies have noticed a boost in operational effectiveness
and inventiveness. Numerous writers have investigated the use of AI in several sectors as
well as done studies in the field of AI. [4] The authors of this research investigated how
AI affects several HRM activities. According to the author's research, there are innumerable
firms that are utilizing AI as a contemporary innovation in varied features of HRM, like
hiring, production quality review, and for distinct information of virtualized Hr processes
in today 's challenging market. [5] In his survey titled "The Effect of Industrial robots, AI on
Business and Economics," he looked into the usages of robotics and AI in firm and found
that it could have a detrimental effect on the firm's various operations such as
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manufacturing, productivity management, making plans, client management,
research, innovation, and so on. [6] The link between AI and its function in the growth of
HRM has been confirmed in an investigation.
The writer's research has concentrated on identifying the many barriers to AI
innovation in the HR area, where we are impossible to predict the quantity of learning
expenditure. He went on to say that this technique is particularly beneficial for qualitative
information analysis. [7] The writer's major goal in this research is to comprehend the
function of AI in recruiting. The writer came to the conclusion that AI plays a critical part in
the hiring and selection process. This platform helps the business to evaluate prospects,
send automated messages to applicants, manage workplace relationships, and schedule
appointments, among other things. [8] AI and the Evolution of Work: Human-AI Mutualistic
relationship in Corporate Making Decisions is the title of this paper. The purpose of this
research is to determine how valuable AI is for individuals who work in companies. AI also
plays a supportive part in creating judgments in difficult circumstances, dealing with
uncertainty, and achieving an agreement in decision-making. Employees are always very
important in business, and innovation will only be effective if it is skillfully applied by
people when unconscious choices are required to analyze and support conclusion results.
In the future generation, it has been determined that AI will be one of the unsolvable
challenges in decision-making, but computer intelligence, in the context of informational
innovation, will serve as a crossroads for many flows in getting at conclusions during times
of ambiguity. AI's implementations span a broad number of fields and professions,
including administration, psychiatry, computer development, and a variety of others [9].
The most widely used approach in this innovation is the computational model [10], which
employs the learning methodology [11]. Furthermore, while numerous studies are
undertaken in the area of AI, there is little study done in the field of HR and its function in
several processes.
Many analyses in the area of HR predict that AI will become increasingly important
in the coming, with the bulk of HR processes being automated and the profession of HR
undergoing a full revolution. We aim to discover the function of AI in various HR processes
such as recruiting, productivity assessment, and so on in this research. The original study
goals are to investigate and comprehend how AI is connected to HRM and its many
processes. 2. To investigate and determine the various talent levels necessary for humanmachine interaction, as well as their influence on innovation and simplicity of use.
III.

REQUIREMENT OF AI IN HR

The basis of the platform's AI capabilities has been specified by the freshly created
People Capital Management Network. AI's Machine Interaction component improves
managerial efficiency while also assisting in the optimization of the pragmatic method
required by a company to gather, maintain, and validate data. Artificial intelligence (AI)
technology removes mundane work with minimum operator intervention [12]. AI helps
with a variety of duties during the recruitment process, including CV screening, automated
message submission, and comparative testing. [13]. It was discovered that these gadgets
outperform the HR department in terms of lowering attrition and increasing employee
satisfaction. It has been demonstrated that AI is capable of performing primary HR
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functions, yet it requires to be checked in more challenging situations. There are various
reasons for AI deployment, including the fact that it provides the organisation with
significant benefits in terms of reduced work and increased efficiency [14].

Fig. 2. AI: Why Should We Use It?
Table. 1. AI Applications

AI's involvement in HR technological advances is expected to develop in a range of
aspects, including assisting with recruiting, enhancing adherence, supplementing
learning, expediting induction, and much more. Novel AI technologies that digitize and
supplement the workplace might be the solution to resolving several of the sticky
difficulties and increasing expectations on HR to do more with less. For the past few
years, HR informatics has gotten a lot of emphasis. This is due to the fact that the
research area has embraced data-driven methodologies to be handled and analyzed for
relevant HR insights. The discipline plays a role in HR decision-making by assisting in
the understanding of why individuals, organisations, and other corporate outcomes act
as they do. Bringing the existing decision-making and training materials from the fields
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of CI and AI to the discipline of HR opens up a world of possibilities for HR Statistics. In
this field, unfortunately, there are currently insufficient implementations.

Fig. 3. AI's Commercial Advantages
IV.

APPLICATION OF AI IN HR DOMAIN

AI is a new technique for the advancement of genomic technologies that can listen,
interpret, start preparing, and start executing initiatives to improve that improve
cognitive performance while removing employment obstacles [15]. The three basic types of
potential problem with the HR technique are Natural Language processing, software bots,
and Algorithm (thin reliant AI utility companies are perfect for constructing information
proof in the HR region such as monitoring content and unfolding pertinent server - side
troubles [16]). Recognition of speech This technological software broadcasts data by
translating content into relevant language, graphics, and web search sites. The software
bots are used to scan several types of search results for a certain keyword or phrase. This
strategy is great for broadening discussions, communicating verbally, talking, offering
direction and recommendations, and other duties. [17]. The present AI technologies has to
be developed with various adjustments in order to solve challenging and intricate
challenges. Even for the simplest issues and decisions have far too many intricacies and
difficulties. [18] The AI methodology is a set of regulations and recommendations that must
be obeyed step by step to lead AI operations. Different HR duties, such as acquiring data
feeds, communicating information to consumers, assessing key performance indicators,
and tracking worker and potential candidate social networked activity, are made easier
with sophisticated technologies. [19]
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The significance of AI in HR
The most challenging task for HR directors is filtering and assessing curicculum vitae from
large concentrations of candidates in order to find the best candidate for the job. AI apps
may explore and examine applicants, weeding out those that aren't a good fit for the job
[20]. AI programme will evaluate and select the needed individual for the position. At
business, we require creative talents. AI requires a mechanism for recommending movies
or educational courses that are appropriate to job tasks and expertise. These are
programmes that constantly scan pedagogical content and build linked microlearning
programmes [21]. AI programming can contain a variety of autonomous learning
algorithms, such as interpreting published codes [22]. The firm's achievement in improving
the appraisal of individual productivity is hampered by discrimination in the workplace.
With feedback, AI systems may reduce and eliminate prejudice. AI-powered tools track the
objective of continual monitoring and team collaboration in the workplace [23]. Within the
business, AI is used to enhance operations and lead personnel. On the one hand, finding
professional individuals is the most challenging task, and on the other hand, keeping
effective people in the organization is sometimes challenging. Exempting individuals at
business is the toughest and most important responsibility for 57 percent of companies. AI
can break past this barrier, and its deployment can predict the demands and behaviours of
certain employees. This solution enables HR professionals to be alert and take necessary
actions before an occurrence occurs [24].
Hypothesis
1. AI has a positive impact on innovation (F).
2. The AI has a positive impact on the EOU.
3. AI is linked to creativity in a beneficial way (IS).
V.

COLLECTION

The study is a deductive approach that focuses on two key categories: HR's function and
AI's involvement. Supplementary information is constantly used to complement the
findings and interpretation of the study. Both characteristics are assessed using a series of
questions from the perspective of an HR professional working in the HR sector using
advanced technologies [25]. From previous supplementary investigations related to HR
architecture and AI role in the HR area, the system constructs the testing and verification
for the existing research [26]. A maximum of 115 replies were obtained for this survey,
with 110 answers being used for information extraction. The survey in the form of
questions was circulated to 150 HR professionals in different IT businesses. This work
employs multiple regression to build correlations and productive findings on the HR
characteristic of AI with the mitigating impact of IS and EOU [27]. The period of disruption
has accelerated transdisciplinary growth and transition in areas like as innovation,
administration, society, products, business, employment, and vocations. The disturbance
caused by the COVID-19 outbreak, for instance, has prompted new study employing
computational intelligence (CI) and AI techniques [1-6Similarly, big data, cloud computing,
and the Internet of Things (IoT) have ushered in a novel age of change, dubbed the 4.0 era,
not only in manufacturing robotics but also in human resources (HR) [7-11]. Many
1524

SPECIALUSIS UGDYMAS / SPECIAL EDUCATION 2022 1 (43)

HR tasks, like recruiting, attrition, incentive, and superannuation, have been affected by
digitalization in order to handle corporate labourers [12-13]. Consequently, as previously
said, technological advancements and the rapid growth of CI and AI have had a substantial
influence on the productivity of low skilled workers. In dealing with the primary directive,
HRM faces a new difficulty. Several HR difficulties may necessitate overhauling core roles
and paradigms, upgrading management competencies to match the technological
breakthrough, and validating solutions and mechanisms. AI creates precise job descriptions
loaded with relevant markers, resulting in a flawless resume match, employing a
comprehensive skills repository and machine learning algorithms.
Table 2. Correlations And Parametric Statistics

ANALYSIS AND DISCUSSION
Interpretation Three methods are used to test hypotheses, as shown in table II. The
first hypothesis [25] considers the interplay of AI and its impact on HR operations. The
results have revealed the progressive influence of AI on each aspect of the suggested
model's HR responsibilities. Although the use of AI has a comparably highly promising
effect on simplicity of use with HR work (α = 0.837), the AI platform has advanced and that
development delivers a major breakthrough on HR operations that exhibits a moderate and
major influence on HR activities ( α = 0.830). As a result, the model's performance satisfied
the method's first criteria. Hypothesis 2 (Innovativeness Influencing Innovativeness of HR
Tasks) was evaluated to see whether there was a link between creativity and HR tasks ( α =
0.819).. With Ease of Usage ((α = 0.857), important correlations with HR functions were
frequently found. These findings corroborated both views.
VI.

CONCLUSION
AI is present and meaningful in various HR roles, according to the report. AI is being used
to replace mundane tasks in HR activities with less human intervention [26]. AI has been
shown to outperform individuals by lowering dropout and enhancing recruiting process
[27]. This research proposes an AI system that is integrated into HR functions. In the
areas of mechanization, computer programming, and hr processes, many institutions
have been using AI and computer dialect, with AI playing a key position in getting hired,
selecting, hiring, measuring progress, assembling payroll information, supplying factual
info, and supplying accurate data.
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