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BENEFITS OF USING ARTIFICIAL INTELLIGENCE IN CORE HR PROCESSES

The paper examines the use of artificial intelligence (Al) in the main processes of human resource management. It is noted that in modern
conditions, Al is considered an advanced tool that can optimize management processes in various sectors of the economy. The author
discusses the new opportunities that Al opens up in human resource management, increasing the efficiency of actions at all levels and
complementing human abilities. The main part of the paper is devoted to the advantages and potential opportunities of using Al at different
stages of the employee's life cycle in a company. In particular, the author emphasizes the optimization of recruitment through analytical
processing of large amounts of information rather than subjective judgment. The paper highlights such areas as operational efficiency,
recruitment, onboarding, talent management, strategic planning, career development, and management changes where Al can make a
significant contribution. The paper also highlights the issues related to the potential dangers of introducing Al technologies. The level of
readiness and the degree of involvement of managers in the latest technologies in human resource management is indicated. The paper
raises the issue of efficiency and solving various problems. In addition, examples of real software products are provided. The conclusions
emphasize the general perspective of using Al in HR processes and identify areas for further research. In particular, there is a call for the
development of mechanisms to protect employees from possible misuse of Al and the development of effective strategies for the
implementation of technologies that would take into account ethical aspects. The final part of the paper sets the task for the business
community and legislative bodies to actively work on standards for the use of Al in HR to create fair and effective HR management.

Keywords: human resource management, artificial intelligence, efficiency, recruitment, adaptation, training, motivation, new
technologies, benefits, automation, chat bot

INTRODUCTION quences of using Al
Since the beginning of the last century, scientists have The PURPOSE of the paper is to analyze the growth
intensively studied and discussed the possibilities of prac- ~ and influence of Al on the HR management and defining
tical implementation of artificial intelligence (AI). This tech- benefits of using it in core HR processes.
nology is widely touted as an innovative tool that will METHODS OF THE RESEARCH

change the world's work paradigm. The development of the
economy and technology will require significant changes in
the field of human resource (HR) management. The imple-
mentation and use of advanced technologies will determine
the effectiveness of management activities and, in modern
coqditigns, will be a kpy factor for maintaining the organi- A1t different stages of HR management.
zation in a global environment of challenges. The develop-

ment of Al, in general and in the field of personnel manage- RESULTS

ment, is one of the important priorities. In today's fast-chan- Al technology has been considered since the early
ging world, finding truly talented people is becoming more ~ 2000s, although its history goes back many years. The emer-
difficult, but with the help of Al systems, organizations can  gence of Al has significantly changed the routine activities

In researching various methods of analysis were applied.
Literature analysis was used to evaluate relevant sources on
the impact of Al on human resources management. The con-
tent analysis method was used to systematize and classify
information, in particular, to emphasize the benefits of using

quickly and easily optimize business processes. of companies. In the field of human resources (HR), Al has
Every day, Al is getting closer to actively influencing  long been an important technology, so the main task of mo-

HR management in organizations, which can lead to signi- ~ dern leaders in this area is to combine human and software

ficant changes in the field of work and the replacement of ~ resources in a reasonable way [12].

humans by Al in various industries. This, in turn, can lead to The term "artificial intelligence" was coined in 1956 by

the reshaping of the labor market and increased compete- ~ Dartmouth College professor John McCarthy, who led a

tiveness among specialists. However, the world is deve-  group of scientists to explore the possibility of teaching

loping, so it is important to recognize the importance of the ~ machines to leam like children by developing formal
management mission in shaping the experience of imple- Fhmkmg through tﬁ{il and errors [7, 10]. The goal pfthe pro-
menting Al in organizations, as well as the readiness of ~ ject was to determine how to program a machine to use

managers to understand the practical benefits and conse-  language, abstract forms, and problem-solving that are cha-
racteristic of human nature, and on this basis to achieve con-
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tinuous improvement [10].

Al is a technology used to perform tasks that require
intellectual effort. In other words, it is a tool that is trained
by humans to perform intelligent operations specific to
humans. This technology is used in driving cars, face recog-
nition, and now in the field of hiring. The difference bet-
ween Al and conventional software is the speed of compu-
tation and the ability to process a significant amount of new
high-quality data through advanced algorithms [13].

The use of Al is becoming commonplace, especially for
administrative and legal help desks. They have long been
using Al in the form of virtual assistants and chatbots to
automatically answer questions from employees and clients.

In this case, Al directs inquirers to the correct legal do-
cumentation or the appropriate expert. For example, the Mi-
nistry of Economy has created a legal chatbot @TrudEco-
nomBot to improve user experience. This chatbot allows
users to find information on labor relations and get answers
to various questions related to labor relations during the war.
The service organizes answers by sections, providing infor-
mation on vacation, pay and documentation during wartime
events [9].

Thus, a chatbot can be responsible for the communication
aspects of an organization's functioning, providing advice,
replacing employees during their absence or vacation.

The development of Al opens up new opportunities for
many areas. For example, the application of Al in HR can
help automate many routine tasks and free up time for more
important tasks.

HR professionals play an important role in modern
business. They ensure the efficient operation of the organi-
zation by planning and managing the workforce. They are
responsible for attracting and retaining talented employees,
developing their potential, and creating a favorable work
environment.

Human resources (HR) processes include four main
components: recruitment, onboarding, training, and moti-
vation (Fig. 1).

As shown in Fig. 1, recruiting is the first stage of HR
management aimed at attracting talented and suitable can-
didates for the company. This process includes searching,
selecting, interviewing, and making a decision on hiring new
employees.

The next process is onboarding. It defines the ways in
which new employees are introduced to the company's
workflow and corporate culture. This process helps newco-
mers integrate into the team faster and more effectively, and
understand organizational values and standards.

The training process includes the development of emp-
loyees' skills and competencies to meet the requirements of a
particular position and increase their productivity. This may
include both internal training and the use of external training
resources.

Motivation is the process of encouraging employees to
achieve high results and make a meaningful contribution to
the company's development. This may include reward sys-
tems, incentives, career development, and the creation of
comfortable working conditions to stimulate efficiency and
staff satisfaction.

HR professionals face a variety of challenges in their
work, and one of the key problems is the large number of
routine tasks that require considerable effort and time. These
tasks include processing voluminous documentation, organi-

TRAINING

Fig. 1. Main human resources (HR) processes

zing work schedules, preparing reports, and so on.

In addition, HR professionals need to have the skills to
effectively interact with employees, resolve conflicts, and
implement training and development processes.

Al offers a variety of solutions for hiring managers, such
as basic hiring tools, intermediate programs, and advanced
Al solutions.

Integrated software products and well-thought-out al-
gorithms for responding to users' actions and words allow
you to create a "persona" that can effectively interact with
job candidates, new employees undergoing adaptation trai-
ning, and benefits and compensation specialists when cal-
culating salaries and bonuses. HR managers and line mana-
gers use these tools to create analytical reports. This pro-
vides greater potential, saves time and budget, and provides
more accurate information for human resource management.
Al effectively automates many back-office functions for
reliable HR transactions and service delivery through
technologized chatbots [1].

Al is steadily gaining momentum and is becoming an
assistant in many work processes. However, Al can drama-
tically change the approach to hiring personnel by auto-
mating and improving various stages of the recruitment pro-
cess. Let us analyze what Al can do in the human resources
industry [3].

The introduction of Al in recruitment allows automating
and optimizing certain processes, making them more ac-
curate and efficient. The main advantages of using Al in
recruiting include [6]:

— Increase the speed and volume of candidate searches.
Al helps to search for talented candidates in a large number
of sources simultaneously. It can analyze massive amounts
of data from professional networks, resumes, social media
profiles, and other sources to find the most suitable candi-
dates for job openings.

— Labor market analysis. Al is also able to automatically
analyze various sources of salary information, which allows
you to determine the appropriate salary level for a vacancy,
and thus increase the chances of attracting talented employees.

— Creating automated job postings. One of the main Al
tools for HR professionals is programs that automatically
post jobs on various job platforms and websites. They are
able to analyze the labor market and help select the most ef-
fective keywords that will attract the attention of candidates.

— Optimization of candidate selection. Al tools allow
you to analyze professional skills, education, experience,
and other criteria for selecting candidates. This helps to
reduce the human factor and increase objectivity in the

9
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selection of employees.

— Automated interviews. Interviewing candidates is a
time-consuming process that requires a lot of effort from HR
employees. The use of Al allows the first stages of inter-
views to be conducted automatically using chatbots. They
can ask questions, analyze answers, evaluate the candidate's
reaction, and determine their compatibility with the vacancy.
This approach reduces the time and effort spent on
interviews with unsuitable candidates.

— Predicting the success of candidates. The use of ana-
lytics and machine learning allows you to create models that
help predict how successful a candidate can be in a parti-
cular position.

Taking into account all of the above, we can conclude
that the spread of Al in HR management opens up the follo-
wing opportunities and benefits for companies [9]:

1) Saving the search for qualified personnel and pre-
venting the loss of intellectual capital as a result of the
possible loss of qualified specialists. E.g., automation of
training processes allows you to preserve the knowledge and
technologies accumulated in the company, preventing their
loss as a result of the turnover of specialists who possess this
knowledge.

2) Increasing the confidentiality required of people who
have access to personal data in the course of performing HR
functions.

3) Reduction of time spent by HR personnel on admi-
nistrative tasks (appointment and monitoring of training
courses, payroll, initial selection of candidates, verification
of their competencies, etc.), and accordingly significant
savings in labor costs;

4) Increasing the accuracy of HR functions by reducing
the number and frequency of human errors in administration,
recruitment, training, remuneration calculation, etc;

5) Reduction of biasing in personnel decision-making,.

The use of Al in human resource management (HR)
introduces new requirements for companies and changes the
way they perform various HR functions. To maximize the
benefits of advanced technologies, HR competencies must
be clearly defined, aligned with business requirements, and
differentiated by function, role, and level. They should be
regularly updated at regular intervals and adapted to fulfill
any HR function.

Currently, Al tools can simplify and automate
recruitment processes. Here are some of them [8]:

— resume screening (TalentBin by Monster);

— scanning networks to find candidates (Entelo, Hiretual);

— assessing the probability of a candidate's success;

— interaction with candidates through chatbots;

— creating unique job descriptions (Textio).

Technical and technological progress is constantly
evolving, and the globalized world facilitates the rapid
spread of innovative ideas. Today, it is important to deter-
mine the readiness and ability of a business to innovate
quickly when implementing Al

A group of Ukrainian scientists conducted an analytical
study at the country's enterprises, assessing the degree of
readiness to implement Al systems in management activities
(Fig. 2) and the frequency of use of advanced digital techno-
logies (Fig. 3).

Middle and senior managers were selected as respon-
dents, who had to answer the questions of a specially
designed questionnaire [10].

10

Fig. 2 shows that only 24% of respondents indicated that
their companies have departments ready to implement
innovative technologies. Another 32% identified this as a
prospect for the future, and a significant number (44%)
noted the absence of such units. Fig. 3 clearly shows that
business managers are already using digital technologies,
which indicates an understanding of the need to implement
Al although the motivations for their use may vary.

=Yes ®No

Planning to provide
Fig. 2. Results of the survey on the presence of units

(departments) responsible for technological innovations at
enterprises

a

A
22% '

= Never = Sometimes = Usually = Always

Fig. 3. Frequency of using digital technologies in the
practical work of managers

The data shows that Ukraine is not yet sufficiently
prepared for the rapid introduction of innovative techno-
logies in full. However, this does not exclude the possibility
of development through research, organizational, invest-
ment, and other measures.

Some developments in the field of Al already exist and
are being implemented, but most researchers believe that the
level of development of such technologies is still insufficient.

However, progress cannot be resisted. Despite the threats
and concerns, assessing all the disadvantages and advan-
tages, we can confidently state that Al can solve a significant
number of problems in human resources management and
human development in general.

CONCLUSION

Therefore, to ensure competitiveness, it is important for
companies to properly manage the recruitment process,
ensure employee motivation and retention for a long period
of time without losing productivity. Timely response to
employees' needs and understanding of their motivations
(desire for career growth, improved working conditions,
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etc.) will allow companies to strengthen their positions and
maintain a high level of popularity, even during the crisis.
Applications that use Al are best suited to solve this prob-
lem, simplifying routine tasks of companies, providing a
wide range of information for consideration and identifying
new opportunities. As Al systems in HR become smarter
and more task-focused, we can expect significant improve-
ments in employee productivity, efficiency, and well-being.
It will be difficult for Al to completely replace humans
in HR, as a high level of EQ (emotional intelligence quo-
tient) and deep personal contact are the key to working with

staff. It can only serve as a tool to support and help HR pro-
fessionals make the right decisions. After all, it is important
to maintain a humanistic approach in communicating with
candidates to build mutually beneficial relationships bet-
ween the company and employees [6].

Al tools are becoming a reliable assistant for HR pro-
fessionals, enabling them to focus on strategic tasks, ensu-
ring that candidates are selected that best meet the com-
pany's needs. This approach improves work efficiency, in-
creases the quality of candidates, and contributes to the
development of the enterprise.
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INEPEBAT'M BACTOCYBAHHS HITYYHOI'O IHTEJIEKTY B OCHOBHUX HR-ITPOLIECAX

Y cmammi posenamymo 3acmocyeanns wimyunozo inmenexmy (L) 6 ocnosHux npoyecax YnpasuinHs JI0OCOKUMU PeCcypCami.
3asnaveno, wo 6 ymosax cyuacnocmi LI eeadicacmvcs nepe0osum iHCMPYMEHMOM, AKUL MOdCE ONMUMIZY6AmMU YNPAGIIHCHKI
npoyecu y pizHux 2anyssax exoHomixu. Qbzosopeno Hogi moocnugocmi, saxi éiokpusae LIl 6 ynpaeninni nepconanom, niosuwyrouu
epexmugnicmy Olil Ha 6CIX PIGHAX MA OONOBHIOIOYU THOOCHKE 30i0HOCmI. OCHOBHY YACMUHY CIAMMI NPUCEIUEHO o320y nepesaz i
nomeHyitinux modcausocmeii 3acmocysanns LI na pisnux emanax yukiy dcumms chigpodimuuka 6 Komnauii. 3okpema, 8i03HaueHo
ONMUMI3AYII0 PEKPYMUHSY 34 OONOMO20K0 AHATIMUYHO20 0OPOOIEHHA 8eUKUX 00CA2I8 THOpMayii, a He CY0'EKMUBHO2O CYOHCEHHA.
Buoineno maxi obnacmi, ax onepayiiina egekmusHicmb, pekpymmeHm, OHOOpOUH2, YNPAGNIHHA MAlAHMamMy, cmpameeiuHe
NAGHYBAHHS, Kap'EpHe 3pocmants ma ynpaeuincoki 3minu, 0e LI modice 3pobumu 3naunuii 6Hecox. Y cmammi maxoic 8ucgimieHo
NUMAHHSA, NO8'A3aHI 3 NOMEHYIUHUMU HeDe3neKamu enpoeaddcenns mexuonoeit LIl Bxaszano na pisenb 20mosnocmi ma cmyninb
3AYYEeHOCI MeHedHcepie 00 HOGIMHIX MEXHON02IU 8 YNPAGIIHHI TI00CcbKuMu pecypcamu. [locmasneno numanns egexmuernocmi ma
pO38'a3anusa pisHux npobrem. Kpim moeo, Hagedeno npuknaou peanbHux npocpamHux npooyKkmise. ¥ eucHo8xkax niokpecieno 3a2anvhy
nepcnexmugy sacmocysanns LI ¢ HR-npoyecax ma usna1aiomvcsa Hanpsamu nooaibuux 00cniodcens. 30kpema, no0aHo 3aKauk 00
PO3DOONEHHA MeXaHi3Mi8 3axucmy npayieHuKie Gi0 Moocnueo2o 3noexcusanns LI ma eupobrenns egpexmugnux cmpamezii
8NPOBAOINCEHHA MEXHON02IN, AKI O 8pAX08Y8aNU emUuHi ACNeKmu. Y 3aKn0uHill Yacmuui nOCMagieHo 3a80aHHA OI3HeC-CRITbHOMAaM
Mma 3aKOHOOABUUX OP2aHi8 AKMUBHO npayreamu Had cmanoapmamu 3acmocyeanus Il ¢ HR Ona cmeopenns cnpageonugoco ma
epexmugHo20 ynpasiHHs NepCoOHANIOM.

Knrouosi cnosa: ynpasiinns mo0CoKumMu pecypcamu, WMyyHUll iHmeaekm, eqhekxmueHicno, PeKpymMeHm, aoanmayis, HAGYaHHs,
Momueayisi, HOBIMHI MexXHON02ll, nepesazu, agmomMamusayis, Yam-oom
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