ARTIFICIAL INTELLIGENCE’S EFFECTS ON HUMAN
RESOURCES EMPLOYER BRANDING

Tijana PUKIC
Marija MLADENOVIC
Kristina JAUKOVIC JOCIC

Abstract: This research paper aims to examine the impact of artificial
intelligence (Al) on significantly altering recruitment, onboarding,
evaluation, training, and talent management procedures in human
resource management. The integration of Al has resulted in an
increasing trend in employer branding, highlighting the significance
of cultivating an employer brand image in conjunction with Al
Employer branding greatly influences employee retention, the
attraction of highly skilled people, the establishment of effective
HR procedures, and the promotion of the employers brand. The
importance of employer branding in attracting and keeping employees
is clear, and incorporating Al into employer branding activities and
actively improving employer brand practices contributes to overall
organizational success in a competitive business climate.
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INTRODUCTION

The influence of artificial intelligence (AI) on employer branding in
human resources is growing. Contemporary information technology solu-
tions, such as artificial intelligence (Al), have fundamentally transformed
the methods used to acquire talented individuals, resulting in substantial
changes to conventional employer branding practices (Kurek, 2021). Hu-
man resource management tasks such as recruitment, onboarding, eval-
uation, training, and talent management currently utilize Al tools. This
application of Al enhances the efficiency and efficacy of these processes
(Evseeva et al., 2021). AD’s integration into the recruitment process has led
to a growing trend in employer branding, as highlighted by professional re-
cruiters. They emphasize the significance of developing an employer brand
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image in conjunction with the expanding integration of Al (Heilmann et
al., 2022). Furthermore, the implementation of branding principles in the
management of human resources, referred to as “employer branding,” is
essential for influencing the systems and processes of human resource man-
agement. This ultimately results in improved outcomes in HR, such as in-
creased employer appeal, enhanced employee dedication, engagement, and
productivity (Saini et al., 2022). The study conducted by Udayanga et al.
(2021) showed that employer branding has a substantial and statistically
significant influence on employee retention. This highlights the crucial role
of a robust employer brand in retaining talented individuals within firms.

Moreover, the incorporation of employer branding with sustainable
human resource practices has been demonstrated to generate enduring com-
petitive benefits for organizations, allowing them to internalize company
values and improve staff retention (Ognjanovi¢, 2020). Employer brand
practices play a crucial role in human resources management by attract-
ing talented individuals, establishing efficient HR processes, and marketing
the employer brand. This emphasizes the strategic significance of employer
branding in recruiting and retaining personnel (Tiirk et al., 2020).

The integration of Al in employer branding efforts, combined with
the deliberate advancement of employer brand practices, has a substantial
impact on shaping the employer brand image, attracting high-caliber talent,
improving employee engagement, and ultimately contributing to the overall
success of organizations in a competitive business environment.

An organization uses SWOT analysis as a strategic tool to evaluate its
strengths, weaknesses, opportunities, and threats. It helps identify internal
and external factors that may impact an organization’s success. Strengths
include resources, capabilities, knowledge, brand, and technological advan-
tage. Weaknesses include a lack of resources, organizational structure, and
insufficient expertise. Opportunities represent growth opportunities, while
threats include competition, regulations, and economic instability. Organi-
zations use SWOT analysis in strategic planning, decision-making, product
and service development, risk management, and competitive analysis to un-
derstand their competitive position and develop strategies for competitive
advantage.

Artificial intelligence (Al) is significantly transforming the way em-
ployers acquire talent, leading to a growing trend in employer branding.
HR management tasks such as recruitment, onboarding, evaluation, train-
ing, and talent management are utilizing Al tools. (Raveendra, et al., 2020).
This integration enhances efficiency and effectiveness, leading to improved
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outcomes in HR. Employer branding plays a crucial role in attracting talent,
establishing efficient HR processes, and marketing the employer brand. It
has a significant impact on employee retention, highlighting the importance
of a robust employer brand for retaining talent. (Black, et al., (2020). The
integration of Al and sustainable human resource practices has proven to
generate enduring competitive benefits for organizations. (Soleimani, et al.,
(2021). Organizations use SWOT analysis as a strategic tool to evaluate
their strengths, weaknesses, opportunities, and threats, which aids in strate-
gic planning, decision-making, product and service development, risk man-
agement, and competitive analysis. (Green, et al., (2019).

IMPLEMENTING ARTIFICIAL INTELLIGENCE INNOVATI-
ONS INSIDE HR OPERATIONS

Artificial intelligence (AI) might potentially transform human re-
sources by automating recruitment procedures, enhancing candidate experi-
ences, and evaluating employee performance. The system has the capability
to examine resumes, classify applicants, and employ chatbots for initial in-
terviews. Al can further improve the candidate experience by automatically
delivering emails or notifications regarding the status of their application
or next phases in the recruitment process. The system has the capability to
oversee and evaluate the work of employees, identify recurring trends, and
offer suggestions for enhancement. Artificial intelligence may predict future
performance by examining previous accomplishments and contributions of
a team, and offer tailored plans for professional advancement. It can support
the HR department in effectively managing the workforce, recognizing in-
dividuals with leadership potential, and promoting diversity and inclusivity.
Nevertheless, Al technologies have the ability to adopt biases from the data
they are trained on, which can result in discriminating consequences. Reg-
ular scrutiny and monitoring of Al models are crucial for ensuring fairness
and neutrality. Efficient management of privacy and data security is of ut-
most importance. It is imperative for companies to give utmost importance
to transparency and accountability by making public disclosures about their
utilization of artificial intelligence in their human resources operations.
Integrating Al breakthroughs in HR can greatly improve operational effi-
ciency, lower expenses, and boost employee and job applicant happiness.
Nevertheless, it is imperative to approach these technologies with caution
and ethical deliberation in order to attain favorable results without adverse
repercussions.
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Artificial intelligence (Al) is revolutionizing human resource man-
agement methods, namely talent acquisition. It enhances the efficiency
and efficacy of numerous HR operations, including recruiting, onboarding,
evaluation, training, and talent management (Pillai & Sivathanu, 2020). Re-
cruiters are recognizing the growing significance of incorporating Al into
recruitment procedures while simultaneously prioritizing the development
of the employer’s brand image. The integration of artificial intelligence (Al)
in talent acquisition endeavors to optimize the recruiting process by reduc-
ing time and expenses (Pillai & Sivathanu, 2020).

Malik et al. (2020) have demonstrated that Al-powered systems in
HRM improve the cost-effectiveness of HR and deliver customized em-
ployee experiences, thereby boosting overall HR results. Utilizing Al tools
in HR activities, ranging from strategic planning to employee retention, has
the capacity to enhance productivity, effectiveness, and the overall perfor-
mance of HR management (Agustono et al., 2023). Furthermore, the incor-
poration of artificial intelligence (Al) into human resources (HR) practices
might result in expedited procedures, enhanced precision in decision-mak-
ing, and a beneficial contribution towards accomplishing entrepreneurial
goals (Wuisan, 2023). Furthermore, the incorporation of artificial intelli-
gence (Al) into human resources (HR) operations is transforming the pro-
cesses of recruiting, talent management, employee engagement, and the
overall HR field (Vaddepalli, 2023). Al technologies, including natural
language processing, artificial neural networks, and technology-enhanced
learning, greatly improve learning and development processes in businesses
(Bhatt & Muduli, 2022). In addition, HR practices are being transformed by
Al-driven innovations, leading to enhanced recruitment processes, training
tactics, and personnel retention to gain a competitive edge (Kot et al., 2021).
Artificial intelligence (Al) integration in human resources (HR) practices is
revolutionizing talent acquisition and management, providing opportunities
to streamline workflows, enhance decision-making, and improve overall
HR outcomes. In a fiercely competitive business environment, firms may
enhance their HR operations, entice high-caliber individuals, and foster a
robust employer brand image through the efficient use of Al technology.

AT IN RECRUITMENT AND TALENT MANAGEMENT

Artificial intelligence (Al) is transforming the methods by which
firms engage in the processes of recruiting, hiring, and managing person-
nel. Recruiters can utilize Al-powered technologies to accelerate processes,
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enhance selection precision, and mitigate prejudice. The following is an
in-depth examination of several notable tools and their main characteristics:

Table 1. Overview of artificial intelligence platforms in human resources

candidates according
to predetermined
criteria.

Automated Recommended Labor Market Analysis:
Candidate Filtering: | Candidates: Al conducts an
Artificial intelligence | LinkedIn can examination of labor
LinkedIn | algorithms scan profile | recommend market patterns, offering
Talent data on LinkedIn candidates based insights into the need for
Solutions | to locate possible on your network particular talents, typical
applicants who meet and previous job remuneration, and other
specific criteria. placements. significant data.
Recruitment and Employee Workforce Analytics:
Selection: Performance Artificial intelligence
Artificial intelligence | Management: facilitates the examination
(Al) aids in Artificial of personnel data to
the automated intelligence (AI) identify areas that require
categorization and examines employee | improvement or find
Workday | assessment of resumes | performance data to | individuals with potential
to pinpoint the most detect patterns and for leadership positions.
qualified individuals | propose ideas for IBM Watson Talent
for available job enhancement. leverages IBM’s artificial
vacancies. intelligence capabilities to
evaluate data and enhance
the recruitment process.
Candidate Analysis: | Customizing Forecasting Prospective
Artificial intelligence | the Candidate Employees:
uses data analysis to | Experience: Artificial intelligence
discover individuals | Attificial intelligence has | utilizes data to discern
IBM who possess the the ability to customize | individuals that possess
Watson closest alignment with | communications with a greater likelihood of
Talent the job prerequisites. | applicants according achieving success within
to their preferences, the firm.
resulting in a more
individualized
experience.
Automating the Candidate Analysis: | Employee Performance
Selection Process: Artificial intelligence | Evaluation:
Artificial intelligence | uses data analysis Greenhouse uses artificial
Green- facilitates the techniques to select | intelligence (Al) to monitor
house categorization of the most promising | and evaluate recruitment

candidates.

success, enabling firms to
enhance their procedures
progressively.
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Language Pattern Improvement of Improving Inclusion and
Analysis: Job Ads: Diversity:
Al does linguistic Textio recommends | Textio aids organizations
analysis to uncover optimizing job in enhancing diversity and
Textio words or phrases that | advertisements by inclusivity by examining
may either attract or | analyzing them the language employed
repel certain groups of | and suggesting in commercials, enabling
candidates based on adjustments to them to produce more
their vocabulary and | enhance their inclusive advertisements
writing style. attractiveness. that appeal to a broader
spectrum of candidates.

Source: According to research by several internet sources

Artificial intelligence (Al) has the capacity to transform human re-
sources (HR) through the automation of recruitment procedures, the im-
provement of applicant experiences, and the assessment of employee per-
formance. Artificial intelligence (AI) can enhance the recruitment process
by analyzing resumes, classifying candidates, and employing chatbots for
first interviews, thus enhancing operational efficiency and decreasing costs.
Furthermore, it can improve the candidate experience by automatically de-
livering information on the progress of their application and the next steps,
thereby increasing employee and job applicant satisfaction. Furthermore,
Al has the capability to supervise and assess staff tasks, detect patterns, and
provide recommendations for enhancement, thereby influencing employee
productivity and proactive behaviour. Moreover, Al has the capability to
forecast future performance by examining previous accomplishments and
contributions, providing customized strategies for professional growth. Ad-
ditionally, it can assist HR in efficiently overseeing the workforce, identi-
fying individuals with leadership capabilities, and fostering diversity and
inclusivity (Nixon, 2024).

Recognizing that Al technologies may acquire biases from the data
they train on is crucial, as it can lead to discriminatory outcomes. Hence, it
is imperative to conduct constant examination and surveillance of Al mod-
els in order to guarantee equity and impartiality. Ensuring effective con-
trol over privacy and data security is crucial, emphasizing the necessity for
organizations to give priority to openness and accountability by publicly
disclosing their utilization of Al in HR operations (Yu et al., 2023). Further-
more, there are concerns that artificial intelligence (Al) will ultimately sup-
plant humans in diverse occupations, including those in sophisticated fields,
jeopardizing human employment. However, it is crucial to approach these
technologies with careful consideration and ethical contemplation in order
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to achieve positive outcomes without negative consequences. Incorporating
Al breakthroughs in HR has the capacity to greatly enhance operational ef-
ficiency, reduce costs, and improve employee and job applicant happiness,
as long as ethical concerns and potential biases are thoroughly addressed.

Table 2. SWOT analysis covering various aspects of artificial intelligence recruitment

and talent management

Strengths

- Al expedites the process of resume screening and applicant search,
resulting in quicker selection of candidates.

- Accuracy and precision: Algorithms has the capability to analyze data
with a high degree of accuracy, hence minimizing the occurrence of
human errors.

- Mitigating bias: Automated methods have the potential to minimize
bias in the recruitment process.

- Labor market analysis: Al can offer precise insights on labor market
developments.

Weaknesses

- Limitations of algorithms: Algorithms are very dependent on the qual-
ity of data and may not always be able to accurately represent the intri-
cacies of human traits.

- Absence of human discernment: Automation has the potential to di-
minish the involvement of humans in the recruitment process, resulting
in a deficiency of empathy and individualization.

- The implementation of Al tools might incur significant expenditures
and necessitate specialized technological knowledge.

Opportunities

- Enhancing the candidate experience: Artificial Intelligence (AI) has
the ability to customize communication and engagement with appli-
cants, resulting in an improved overall experience.

- Streamlining repetitive tasks: Artificial intelligence has the capability
to automate administrative processes, so allowing recruiters to allocate
their time towards more strategic responsibilities.

- Talent optimization: Al can assist in the identification of talented in-
dividuals and accurately forecast their likelihood of achieving success
inside a firm.

Threats

- Data security and privacy: Al systems pose security hazards due to
their handling of enormous volumes of data.

- Ethnic and legal considerations: The use of automated recruitment
systems might give rise to ethical and legal issues when algorithms ex-
hibit bias or discrimination.

- Employee resistance: Certain employees may exhibit hostility towards
Al, perceiving technology as a potential menace to their employment
or positions.

- Technological dependency: The addiction to Al can create challenges for
recruiters when attempting to return to conventional approaches, if required.

Source: Authors’ research

183



QUAESTUS MULTIDISCIPLINARY RESEARCH JOURNAL

Artificial intelligence (Al) provides several advantages in recruiting
and selection procedures, such as enhanced efficiency and precision, cus-
tomization, and improved candidate satisfaction. Nevertheless, it also pres-
ents potential hazards such as inherent prejudice, legal complications, data
protection, and privacy dilemmas. Artificial intelligence has the potential to
decrease bias, but if it is not developed or trained correctly, it might inad-
vertently perpetuate or amplify bias (A¢ikgoz et al. 2020).

Data security and privacy are major problems due to the processing
of substantial volumes of data by Al technologies, which presents a secu-
rity risk. Organizations should enforce stringent data protection protocols
to avoid any unauthorized disclosure or improper utilization of personal
data(Upadhyay & Khandelwal., 2018). Integrating artificial intelligence
(AI) solutions into recruitment processes can incur significant expenses and
necessitate specialized technical knowledge (Kshetri N.,2021).

Artificial intelligence (Al) can potentially generate opposition among
employees who are apprehensive about potential job displacement or the
disruption of existing processes Additionally, there is a risk of firms be-
ing overly reliant on technology, which may diminish the essential human
element in the recruitment process (Yu et al., 2023). Nevertheless, artifi-
cial intelligence (Al) can also provide prospects for optimizing personnel
management. It can assist in identifying talented individuals and forecast-
ing their potential for success as employees. Additionally, Al can enhance
workforce management and aid in making informed decisions regarding
career development (Hunkenschroer, A. L. and Kriebitz, A.,2022).

CONCLUSION

The incorporation of artificial intelligence (Al) into human resource
management (HR) has revolutionized the manner in which firms handle
recruiting procedures, talent management, and employer branding. Al pro-
vides substantial advantages, such as enhanced productivity, precise evalua-
tion of candidates, and customized communication with them. Furthermore,
these advancements have the potential to expedite the recruiting process,
decrease expenses, and enhance the overall candidate experience. By uti-
lizing automated candidate screening, analyzing employee performance,
and employing other Al-powered features, HR professionals may enhance
efficiency and make more informed personnel management choices. Al can
enhance employer branding by guaranteeing the implementation of inclu-
sive and non-discriminatory procedures, which is critical for attracting and
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retaining exceptional talent.

However, despite the numerous benefits, there are also significant
challenges. The data used to train artificial intelligence (Al) can introduce
biases, leading to unfair or discriminatory outcomes. To prevent it, regular
testing and monitoring of the AI model are essential. Ensuring data security
and privacy is crucial, especially considering that Al has the capability to
process sensitive personal information.

Additional obstacles encompass ethical and regulatory considerations,
as well as the potential opposition from employees towards Al, particularly
if they perceive it as a threat to their job security or a diminishing of human
involvement in the hiring process. Striking a balance between automation
and human interaction is crucial, as is guaranteeing transparency and re-
sponsibility when implementing Al in HR.

Notwithstanding these difficulties, Al has the potential to greatly en-
hance HR operations and contribute to the development of competitive ad-
vantages by effectively managing talent and bolstering company branding.
To accomplish this objective, the organization must meticulously oversee
the incorporation of artificial intelligence while considering ethical con-
cerns and ensuring ongoing training and adaptation of human resources.
Thus, Al has the potential to serve as a crucial instrument for effectively
overseeing human resources and enhancing the overall work atmosphere.
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