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Use of AI in the conduct of HR processes involves pitching upon the  right data-driven decisions to strengthen the organisation and prepare biter for an uncertain future by eliminating errors in judgement and making the employee experience be more meaningful.  By collaborating HR with AI, HR Department would be able to ensure higher level of accuracy with respect to all its processes such as recruitment and selection, compensation management, performance management and learning and development management.  It would also help in reducing bias related to the HR processes which would result in ignoring employee related demographic information which typically results in unconscious bias while making vital decisions.
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INTRODUCTION 

Organizations of today are focussing attention on discovering `innovative ways of improving their HR processes and operations.  This results in continuous digital transformation of the way in which HR manages its functions and processes. One such technology is artificial intelligence (AI) which is helping HR to streamline and support HR processes thereby resulting in vast changes being brought about in the way companies manage HR functions such as recruitment and selection, compensation management, training and development, etc. 

When companies invest in AI it provides HR professionals with the ability to handle any kind of demanding tasks with much faster and with much more ease along with interactions which are considered to be more complete and safer. By relating HR processes and operations, AI by employing high-tech along with high-touch approach results in giving a better experience for both the team of HR professionals and employees.at large. With the help of Chatbots which are AI-powered, HR processes can become more efficient and effective thereby making way for quick and meaningful two-way communication betweenany remote existing or prospective employees on one hand and Senior Managers on the other hand thereby making sure both have a more personalized dialogue.

Apart from the above it is to be noted that by collaborating HR with AI HR Department would be able to ensure higher level of accuracy with respect to its hiring processes.  It would also be able to reduce bias related to the hiring process and would result in ignoring prospective employee related demographic information which typically results in unconscious bias while making vital decisions.

To further dwell upon the benefits of collaborating HRM with AI it should be noted, that the role of AI with respect to talent acquisition is getting more importance as the hiring models employed by an organisation become more and more advanced on account of digital technology.  The use of automated hiring software help in eliminating the need for manual background checks which seamlessly results in identification of the most suitable candidates from the vast pool of untapped talent.  On the other hand, with more sophistication of the digital hiring models, recruitersnow spend less amount of time in carrying on repetitive and basic activities such as screening applications and providing ample time for creating personalized experience for both sides.   Chatbots are designed such that they are able to pop up at the right time on various social media platforms to interact with prospective by asking a series of questions which are later synched into an application tracking system such that there is no friction with respect to such online experience of the prospective candidates. 

When AI is employed with respect to compensation management it again helps in the automation of related tasks which require actions to be undertaken manually so as to deliver an improved employee experience. When this is combined with machine learning it helps organisations understand patterns, predicts performance and identify the drivers which could help in the optimisation of compensation and incentives plans, which in turn would help in motivating employees ultimately resulting in enhanced sales performance and retention

Use of AI in the conduct of performance reviews and performance management especially during the pandemic has helped in identifying ways of being more innovative by pitching upon the  right data-driven decisions to strengthen the organisation and prepare biter for an uncertain future by eliminating errors in judgement and making the employee performance review more meaningful.

The biggest benefit of employing AI with respect to training, learning and development is that it helps organisations in identifying more effective and optimised ways of imparting personalised training which helps in saving time and effort boosting engagement, reinforcing the processes and helps measure learning effective through the employment of automated analytics.

NEED FOR THE STUDY

In the recent world with technology being required to help organisations play an important part in achieving competitive business outcomes,which act as drivers of efficiency and optimization, none can overlook the benefits that AI could provide.  AI has started drastically changing the way how humans interact with technology for mutual benefit. Today, employees are at an advantage such that they can choose their employer  and in the process of switching jobs, they expect something more than just monetary benefits and want to work for a company whose mission, vision and values align with their own.  AT present employees due to work pressures closely associated with the information technology sector employees have started prioritizing their physical and mental health.   Their top priority seems to be expecting anfavourable and exciting employee experience gained through the employment of innovative and latest technology, especially with the rise in hybrid and remote work. 

REVIEW OF LITERATURE

Sundaram (2018) is of the opinion that when organisations implement AI it helps them in saving money and efforts and in boosting the required hard and soft skills of recruiters.  On the other hand, Sayfullina (2018) believes that use of AI by HR professionals could help in improving speed and efficiency of tasks performed.   Further, Niehueser and Boak (2020) have pointed out that AI along with the Chatbots employed could build meaningful relationships between prospective candidates and the recruiters and also pave the way for unbiased talent selection.  
Collins (2018) has attempted to analyse the challenges faced by HR professionals in having to large voluminous applications received from prospects which need to be analysed, sifted and chosen which takes up much of the time of recruiters.   He has thus, advocated the adoption of AI to help in the easy and quick processing of such applicants via Chatbots, with the help of which each and every prospective applicant could possibly engage himself or herself personally with the interactive system put in place by the organization.   Such interactions could possibly pave the way for exchange of useful and relevant information between both sides with respect to the compensation that could be expected, knowledge and skills required, etc. Jauhari (2017) research has focused attention on the implementation of AI in the key operational areas like recruitment and selection, compensation management and performance management.  The findings of his research have unearthed the advantages of HR professionals relying on AI. He believes that implementation of AI would help toa great extent in redefining the process employed by performance management.  He has also pointed out that personalised training could be offered through the collaborated efforts of HR and AI.
Iqbal (2018) has dwelt upon the effect that AI could exert with respect to HR processes such as recruitment, training, development and retention of employees in the organization. He has further pointed how AI could make the process of recruitment and selection gather momentum and bring about big reduction in the workload and costs which are a part of it.
OBJECTIVES OF THE STUDY

· To understand how theAI helps in enhancing the performance of the various HR processes.
· To identify the HR processes whose performance could be enhanced throg=ugh the use of AI.

RESEASRCH METHODOLOGY

The research design adopted for this study is descriptive research and the research tool has been a questionnaire.  On the whole about 214 HR professionals working in various IT firms in Chennai City in the lower management position or middle management positions were included for this study.  The sampling technique was convenience sampling.  The reliability and validity of the research tool was checked by calculating the Cronbach’s Alpha and by interacting with HR professionals belonging to the chosen sector.

DATA ANALYSIS AND INTERPREATION

Table 1:  t test for significant difference between managerial position and level of agreement with respect to AI improving HR Processes
	

HR Processes
	Managerial Position
	
t value
	
P 
Value

	
	Lowerlevel
	Middle Level
	
	

	
	Mean
	SD
	Mean
	SD
	
	

	Recruitment and selection
	37.85
	7.02
	40.46
	5.88
	3.935
	0.041*

	Compensation Management
	34.79
	7.26
	37.44
	5.93
	3.900
	0.022*

	Performance management
	26.66
	5.11
	28.18
	5.20
	2.963
	0.033*

	Learning Management
	45.71
	5.85
	47.11
	5.42
	2.466
	0.014*

	Employee experience
	145.01
	21.85
	153.19
	18.26
	3.969
	0.048*


*Denotes significant at 5% level

Since P value is less than 0.05, null hypothesis is rejected with respect to the constructs recruitment and selection management, compensation management, performance management, learning management and employee experienceat 5% level of significance. Hence there is significance difference between managerial position and level of agreement with respect to AI improving HR Processes thereby resulting in higher employee experience.Based on the mean score, HR Professionals in middle management cadre have shown a higher level of agreement with respect to AI improving HR Processes thereby resulting in higher employee experience.

Table 2:ANOVA for significant difference between educational qualification and level of agreement with respect to AI improving HR Processes
	

	Educational Qualification
	F Value
	P 
Value

	
	UG
	PG Diploma in HR
	MBA
	MSW
	Others
	
	

	Recruitment and selection
	38.14
(4.90)
	37.58
(7.45)
	39.40
(6.62)
	41.29
(6.14)
	37.95
(7.05)
	3.967
	0.014*

	Compensation Management
	36.03
(5.06)
	34.36
(7.85)
	36.48
(6.75)
	37.54
(5.82)
	34.79
(7.41)
	3.113
	0.015*

	Performance management
	26.52
(3.57)
	26.02
(5.38)
	27.43
(5.37)
	29.41
(5.30)
	27.56
(4.98)
	5.192
	0.021*

	Learning Management
	45.05
(5.41)
	46.00
(6.04)
	46.74
(5.77)
	47.10
(5.63)
	45.71
(5.35)
	1.453
	0.015*

	Employee experience
	55.75
(15.33)
	55.96
(22.53)
	50.04
(21.57)
	55.33
(18.91)
	46.02
(21.69)
	3.858
	0.020*


Note :  * denotes significance at 5%

Since P value is less than 0.05, null hypothesis is rejected with respect to the constructs recruitment and selection management, compensation management, performance management, learning management and employee experience at 5% level of significance. Hence there is significance difference between educational qualification and level of agreementwith respect to AI improving HR Processes thereby resulting in higher employee experience.Based on the mean score, HR Professionals who have acquired MSW qualification have shown a higher level of agreement with respect to AI improving HR Processes thereby resulting in higher employee experience.

Table 3 : ANOVA for significant difference between experience and level of agreement 
with respect to AI improving HR Processes
	
	Experience in years
	F Value
	P Value

	
	Below 5 years
	5-10 
Years
	10-15 years
	Above 15 years
	
	

	Recruitment and selection
	37.46
(6.71)
	38.88
(7.37)
	40.08
(6.31)
	39.87
(6.32)
	4.524
	0.033*

	Compensation Management
	34.55
(7.04)
	35.52
(7.38)
	39.14
(6.60)
	36.57
(6.11)
	3.920
	0.019*

	Performance management
	26.45
(4.87)
	27.98
(5.04)
	29.22
(5.61)
	28.41
(5.19)
	2.931
	0.023*

	Learning Management
	45.58
(5.84)
	45.10
(6.35)
	48.02
(5.25)
	45.65
(4.58)
	6.348
	0.021*

	Employee experience
	47.35
(9.56)
	47.23
(10.14)
	50.98
(8.97)
	49.46
(8.66)
	1.361
	0.025*


Note :  * denotes significant at 5% level.
Since P value is less than 0.05, null hypothesis is rejected with respect to the constructs recruitment and selection management, compensation management, performance management, learning management and employee experience at 5% level of significance. Hence there is significance difference between experience and level of agreementwith respect to AI improving HR Processes thereby resulting in higher employee experience.Based on the mean score, HR Professionals who have acquired 10 – 15 years of experience have shown a higher level of agreement with respect to AI improving HR Processes thereby resulting in higher employee experience.

MULTIPLE REGRESSION 

	The results of the multiple regression test are as discussed below:

Dependent variable		:   Employee experience (Y)
Independent variables		:   Recruitment and Selection (X1)
				:   Compensation Management (X2)
				:   Performance Management (X3)
				:Learning and Development Management (X4)
Multiple R value		               : 0. 731
R Square value		               : 0.573
F value				: 142.414
P value				: <0.001**

Table 4 :Variables in the Multiple Regression Analysis
	Variables
	Unstandardized
co-efficient
	SE of B
	Standardized
co-efficient
	t value
	P value

	Constant
	2.344
	2.556
	-
	0.919
	0.359

	X1
	0.537
	0.171
	0.384
	3.132
	.002**

	X2
	0.876
	0.122
	0.202
	2.247
	.005**

	X3
	0.992
	0.111
	0.149
	2.442
	.002**

	X4
	0.921
	0.062
	0.103
	2.732
	.007**


Note :  ** Denotes significance at 1%

The coefficient value of 0.731 indicates that the relationship that exists between employee experience and the four independent variables and is found to be positive.

The multiple regression equation is   

[bookmark: _Hlk53248453]Y = 2.348 + 0.535X1 + 0.874X2   + 0.994X3 + 0.7931X4

Based on standardized coefficient, among the benefit of AI to HR processes as a significantconstruct for employee experience, performance management (0.992) is seen to be the most influencing HR process followed by learning and development management (0.921), and compensation management (0.876).  The least influencing construct is seen to be recruitment and selection management (0.537).

FINDINGS AND CONCLUSION

The results of the study have shown that there is significance difference between demographics of HR Processionals and their level of agreement with respect to AI improving HR Processes thereby resulting in higher employee experience.  However, those who occupy middle management positions and have acquired a MSW post-graduation with an experience of 10 – 15 years have indicated a higher level of agreement on the above aspect. 

The ability of HR managers to guarantee that AI adoption is changed to help people and businesses become more nimble, accurate, and efficient is crucial to AI's success in the modern world. In the upcoming months, there can be no doubt AI will be the key to optimising personnel and obtaining significant efficiencies, so that time can be spent more effectively on value-added, strategic, and creative jobs.   By implementing AI, an HR professional may spend less time on laborious, low-value tasks and more time responding to the changing demands of their workforce.
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