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— Artificial intelligence (AI) is fundamentally transforming the field of human resource
management (HIRM) by enabling data-driven decision making, automating routine processes, and
enhancing the overall employee experience. As competition intensifies and organizations face
increasing pressure to operate efficiently, Al adoption in HR is no longer optional but has become a
strategic necessity. Through automation, machine learning, and predictive analytics, Al allows HR
professionals to reduce time spent on repetitive administrative tasks and redirect their efforts toward
higher-value, strategic activities.

HAEFRA BT FEEFEATHA




B3 b ok ® 115 £ 5 FR L HABARE LA HBA

#B A% TEE (AFMRRALHE] ARGk : 445001
A B REERE TATR, ERTEAGRELA) £2E% 20

One major opportunity Al offers to HR lies in improving operational efficiency and decision
quality. Al-powered systems can automate tasks such as resume screening, interview scheduling,
payroll processing, and HR reporting, thereby reducing administrative burden and human error.
More importantly, Al enables HR departments to analyze large volumes of employee data and
gencrate insights that support evidence-based decisions, moving HR practices away from intuition-
driven approaches toward more objective and systematic management.

Al also enhances talent acquisition and selection processes. By analyzing applicant data,
performance histories, and skill profiles, Al tools can help identify high-potential candidates and
improve person—job and person—organization fit. Such capabilities not only increase the accuracy
and consistency of hiring decisions but also reduce unconscious bias in early screening stages. In
addition, predictive analytics can help organizations anticipate future talent needs and plan
workforce strategies more effectively.

In the area of training and development, Al enables personalized learning and career development.
By assessing employees’ skill gaps, learning preferences, and performance trajectories, Al systems
can recommend tailored training programs and development pathways. This individualized approach|
increases the effectiveness of training investments and supports continuous learning in rapidly
changing work environments. Similarly, Al-driven analytics can help YR professionals identify early
warning signs of burnout, disengagement, or turnover, allowing organizations to intervene
proactively and improve employce retention.

Based on the above paragtaphs and your understanding of Al, please answer the following
questions: (1) How HR professionals can leverage Al to improve the efficiency of key HR funetions,
such as recruitment, selection, training, performance management and talent retention? (25%) (2)
Please discuss how HR professionals can enhance their own value to avoid being replaced by AlI?

(15%)
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