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1. Introduction 
Digital Transformation is the use of digital technology to solve traditional problems. Artificial Intelligence (AI) is one of the key elements that drive digital transformation. Nowadays, AI is used in science, medical services, manufacturing, business and many other fields. Human resource is one of the most strategic resources for a society and for every type of organization. According to Sumser (2018), applying AI in the workplace to   bring insight into the manager-employee connection, which fosters connection and better understanding between HR managers and employees. The business function of HR department is to attract talents, provide training, staff engagement and retain talents. Traditionally, the work of HR managers is standardized and repetitive with the image that is far away from business decision making. This report analyses the impacts of AI to Human Resources Management (HRM) on employee engagement by reviewing the current research articles. The report outlines the current issue in HRM, implementation of AI, the impacts and the challenges after applying AI. There are conclusions and recommendations.
 
2. Articles Review and Implementation of AI 
HR department is the people-centric business function in an organisation that includes recruiting, staff training and development, payroll, job classification, record keeping, employee engagement and talent retention. The recent researches of Yano (2017), Wu (2016) and Cunningham, D. (2016) showed that AI has been used in many different forms in the workplace such as digital assistant system as a cloud platform that optimize the experiences of using office devices in collaborating with employees. According to Silverman (2017), AI is moving farther along the transformational path in work operation. AI as a cognitive computing system that simulation of human thought processes in a computerized model that involves self-learning function to assist employees in daily operation.

In the recent research of Yano (2017) stated that Hitachi developed an AI system with outcome-directed thinking methodology that used on HRM to motivate employees by collecting and analysing business records and employees' data such as e-mails, calendar and discussion boards. The records related to past purchases was used in procurement department, customer purchase histories were used in sales department, and manager careers records was used in HR department. The outcome-direction AI promoted flexible adaptation and provided real-time analysis and results that assisted employees. First, HR managers indicate the problems to be solved and target to be improved and identify the expected outcome. Second, collect past data related to the issues to understand the patterns of data. Third, AI evaluates a formula created from the weighted factors from HR manager and apply to workplace. The research mentioned this AI system is more effective to use in the HRM as HR managers has access to most of an organisation’s data that related to employee activities. 

Wu (2016) stated that HR will have the ability to assist, interact and evaluate performance of employees in real-time with AI intranet-based portal. The article mentioned that AI as a voice accessible device to HR managers. First, HR asks the question. Second, AI provides solution. Third, AI enables HR to be interactive with employees from the real-time interaction. The future of HR will include not only traditional query mechanisms, but also a natural language interface coupled with AI that enhance employee engagement. AI will list key goals for each worker and analyse data in a way that associates and tracks evolving performance against objectives which are the strategic aims of the organisation. 

Cunningham, D. (2016) stated that applying AI as a special software for employees and HRM to use daily in the workplace as a cloud system. It has ability to store, process, draw conclusions and modify the solutions from the data collected in the daily business environment. AI uncover patterns of data that yield organisation’s perspective and insights on workforce such as employee engagement, workplace health, talent acquisition, and more. For employees’ perspective, AI provides on-boarding e-learning, on-job assistant and training. For HR managers, AI provides the assistant for the connection of employees. 

3. Impacts and Challenges
Since there are organisations that embraced the use of AI in HRM, profound impacts on both employee experience and organisational successes have been recorded in the organisation today, near future and in long term. Yano (2017) argued that the AI assistant software demonstrated its ability to improve employee working experience by revolutionize business once the HR managers set a valuable objective. Accordingly, the achievement of the outcome will be obtained such as improving working experience for employees. Improved working experience result in greater happiness and well-being for employees in the workplace. Improved productivity will be achieved. Yano (2017) pointed out that achieving happiness outcomes are the most important items in the problem settings and have a strong impact on staff engagement. The latest research shows that AI supported HRM in performing descriptive tasks quickly by automation of tasks in various areas such as recruitment, staff engagement, staff training, evaluation of performance and retention. Wu (2016) stated that the real time assistance to employees is cost and time saving. HR managers will have better identification of talents and how to motivate them. Since AI is a robot with no emotion barriers as AI system thinks logically, it helps HR managers for optimal decision making without biases whereas HR managers relied on experience to make decision before using AI software. Hence, improved accuracy in the daily operations. With the assistant of AI, such measures would provide a static and a full picture of look-back view of organizational performance and it is a reliable source of providing business ideas to management of the organisation. 

However, applying AI in the workplace exposes companies to a different set of risks, management and HR managers must take great care to protect their employees and businesses. Since AI system collects vast quantities of data on web searches, emails, calendar events, discussion boards and more, it has the potential to learn private information of individual staff that they never intended to share with their employer. Hence, there is privacy concern between employees and employers. Every organisation has a responsibility to protect the privacy of their employees and ensure they are not discriminated against. Afterall, AI is a software as may be damage or attack by virus, then leads to data loss which the data includes business information and individual staff information. This could post large problems if the AI system is implemented in large corporations such as banks, accounting firms or government. Besides the diligence issues, there is technology investment is required including I.T. specialist, the software itself and the use of software training for all staffs. It could be costly at the beginning of the implementation. In short term, there may be a shortage of I.T. specialists who understand the implications of AI systems. In long term, after years of implementation, part of the employees including HR managers may loss the jobs to the AI system. According to recent research, Pwc.com. (2019), PwC forecast technologies such as AI system will replace 30% of human jobs by the mid-2030s. 

4. Conclusion and Recommendations
[bookmark: _GoBack]On a final note, increasing business efficiency is the organisation aim. According to Rogers (2018), HR evolve from an administrative function to a strategic business partner, fundamentally reimagining people management along the way. With the influence from AI, the new world of future HR is not one of control or monitor of employees but provide insight and optimization of helping individual employees achieve their greatest potential within the organization. AI optimizes the work of HR managers that can free-up them to focus on valuable tasks such as providing innovation business ideas and participating in strategic planning. The key components of the future of HR is to couple with AI to motivate talents. Hence, the role of HR managers will be changed in near future by the research from Silva, Kovaleski, and Pagani (2019) stated that technology transforms human capital to a new stage in the workplace. Per comments by recent researcher in HRM (Yano, 2017), (Wu, 2016) and (Cunningham, D., 2016) and I add suggestion for recommendations in applying AI to HRM, organisations should run pre-release trials to ensure that there will be no biases before releasing an AI system. The managers need to set clear guidelines around acceptable use and communicate these to employees and work closely with I.T. department to ensure that any technology deployed aligns with the expectations of the business. According to Bernstein, E. (2016), transparency in management of an organisation is important for employees, thus a safeguard system must be developed to detect breaches of privacy and unintentional discrimination. Also, Managers should continue discourse to the employees regarding the challenges and opportunities of AI system. Ultimately, Organisations continue to applying AI in HR will not be result in replace human jobs, but rather to enhance the employee experience at all levels of the organization. From Congdon (2016), technology brings the well-being of people. Putting people first, with the help of advanced technology, will help companies of all sizes and industries make life better for employees, all while improving the business.
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