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Introduction

For Google, one of its key problems in people
management is the cumbersome recruitment, which

has led to high cost and loss of talents (Pratap, 2017).

Google's use of advanced technology tools in peog
did not help it to solve existing problems, but

layoffs, which triggered a great deal of di

The ethical employment of Al for HR
identification and execution of rules tha

of transparency, fairness, and accountability



Recommendations

» Simplify the recruitment process and optimise recruitment costs: Simplify the process to shorten the

recruitment cycle, such as consolidating the links, optimising the screening criteria, as well as reducing

unnecessary links and repetitive steps (Palcisko, 2016).

Enhance candidate communication and

feedback mechanisms

How to apply design User experience design

thinking methods

How to conduct
user research

Data-driven
decision making




Recommendations

> In order to balance the relationship between technology and its empl
Google should train its employees to use technology correctly instea
replacing them with technology. To achieve this, Google can establis
departmental collaboration to promote cooperation and communicati
between its HR and technology departments (Ma et al., 2023).

Hold regular meetings and workshops

Conduct cross-departmental project collaboration

Create a technical knowledge-sharing platform

Establish a mentorship system and cross-training

Regular feedback and improvement
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Recommendations

» In order to use Al ethically in HRM practices,
Google can audit bias through Al tools and establish
an ethics committee for Al involvement in HRM
oversight (Raisch and Krakowski, 2021).

Clarify the Committee's responsibilities and objectives

Determine committee members and organisational structure

Develop a review and oversight process

Develop ethical codes and guidelines applicable to HRM

8,
Conduct training for committee members

he




Action Plan

Skills for enhancing candidate
communication and feedback mechanisms

1. Learn user experience design: Month 1-3

- Activities:

- Enroll in online courses or workshops on user experience
design.

- Allocate at least 5 hours per week for learning and
practice.

- Apply acquired knowledge to redesigning candidate
communication touchpoints.
2. Learn how to conduct user research: Month 2-4
- Activities:

- Participate in user research training sessions or

workshops.

- Practice conducting user interviews and surveys.

- Analyse research findings to identify candidate
communication pain points.
3. Learn how to apply design thinking methods: Month 3-6
- Activities:

- Attend design thinking workshops or seminars.

- Apply design thinking methods to optimise recruitment
processes.

- Iterate and refine solutions based on feedback.

Establishing Cross-Departmental Collaboration

1. Hold regular meetings and workshops: Ongoing
- Activities:
- Schedule monthly cross-departmental meetings.
- Conduct quarterly workshops focusing on collaboration and communication skills.
- Rotate facilitators to encourage participation and engagement.
2. Conduct Cross-Departmental Project Collaboration: Month 2-12
- Activities:
- Identify projects that require collaboration between people management and technology
departments.
- Form cross-functional teams to work on these projects.
- Monitor progress and outcomes through regular check-ins and reviews.
3. Create a technical knowledge-sharing platform: Month 3-6
- Activities:
- Establish an online platform for sharing technical knowledge and best practices.
- Encourage employees to contribute articles, tutorials, and case studies.
- Promote active participation and engagement through incentives or recognition.
4. Establish a mentorship system and cross-training programme: Month 4-8
- Activities:
- Pair employees from different departments for mentorship.
- Implement cross-training sessions where employees can learn skills outside their core
expertise.
- Evaluate effectiveness and adjust the program as needed.
5. Regular feedback and improvement: Ongoing
- Activities:
- Implement a system for collecting feedback from employees on cross-departmental
collaboration efforts.

- Use feedback to make continuous improvements to collaboration processes and initiatives.



Action Plan

Establishing an ethics committee for Al involvement
In people management practice

1. Clarify committee's responsibilities and objectives: Month 1-2
- Activities:
- Define the scope and purpose of the ethics committee.
- Outline specific responsibilities and objectives for the committee.
2. Determine committee members and organisational structure: Month 2-3
- Activities:
- Identify key stakeholders from relevant departments to participate in the committee.

- Establish the organisational structure, including roles such as chairperson, secretary, etc.

3. Develop a review and oversight process: Month 3-6
- Activities:
- Create a process for reviewing Al applications in people management.
- Define criteria for ethical evaluation and oversight.
4. Develop ethical codes and guidelines: Month 4-7
- Activities:
- Draft ethical codes and guidelines applicable to Al involvement in people management.
- Incorporate input from committee members and relevant stakeholders.
5. Conduct training for committee members: Month 6-8
- Activities:
- Provide training sessions on ethical considerations in Al for committee members.

- Ensure all members understand their roles and responsibilities in overseeing Al applications.

Overall Timeline

Month 1-2: Clarify ethics committee's responsibilities and objectives; Identify key
stakeholders and establish the organisational structure; Begin learning user experience
design.

Month 2-3: Determine committee members and finalise the organisational structure;
Start conducting user research; Hold the first cross-departmental meeting and outline
collaboration goals.

Month 3-4: Develop a review and oversight process for the ethics committee;
Continue user research and begin analysing findings; Attend design thinking
workshops and apply methods to recruitment processes; Establish the technical
knowledge-sharing platform.

Month 4-6: Develop ethical codes and guidelines for Al involvement in people
management; Implement regular meetings and workshops for cross-departmental
collaboration; Conduct cross-departmental project collaboration; Start the mentorship
system and cross-training program.

Month 6-8: Conduct training for committee members on ethical considerations in Al;
Evaluate the effectiveness of cross-departmental collaboration efforts and make
necessary improvements; Finalise mentorship and cross-training programs; Continue
refining candidate communication touchpoints based on user experience design
principles.

Month 8-12: Continue regular feedback and improvement processes for
cross-departmental collaboration; Monitor the ethics committee's oversight process
and adjust as needed; Ensure adherence to ethical codes and guidelines in people
management practices; Review and adjust all initiatives based on feedback and
outcomes.



References

Adetunji, O.J. and Ogbonna, I.G. (2013) ‘Corporate social responsibility as a recruitment strategy by organisations’, International Review of
Management and Business Research, 2(2), p. 313.

Bankins, S. (2021) ‘The ethical use of artificial intelligence in human resource management: a decision-making framework’, Ethics and
Information Technology, 23(4), pp. 841-854.

Bratton, J., Gold, J., Bratton, A. and Steele, L. (2021) Human resource management. London: Bloomsbury Publishing.

Carpenter, L. (2013) ‘Improving the candidate experience’, Strategic HR review, 12(4), pp. 203-208.

Colakoglu, S., Chung, Y. and Ceylan, C. (2022) ‘Collaboration-based HR systems and innovative work behaviors: The role of information
exchange and HR system strength’, European Management Journal, 40(4), pp. 518-531.

Grewal, A. (2018) 9 Ways IBM is Reinventing Recruiting. Available at: https://www.linkedin.com/pulse/9-ways-ibm-reinventing-recruiting-
amber-grewal (Accessed: 20 April 2024).

Maouche, S. (2019) ‘Google Al: Opportunities, risks, and ethical challenges’, Contemporary French and Francophone Studies, 23(4), pp. 447-
455,

Ma, X., Rui, Z. and Zhong, G. (2023) ‘How large entrepreneurial-oriented companies breed innovation: the roles of interdepartmental
collaboration and organizational culture’, Chinese Management Studies, 17(1), pp. 64-88.

Nath, A. (2023) Google Plans to Layoff 30,000 employees: A fight between Al and Humans. Available at:
https://www.linkedin.com/pulse/google-plans-layoff-30000-employees-fight-between-ai-humans-nath-esj8c (Accessed: 20 April 2024).
Okbagaber, T.B. (2019) ‘The effect of human resources management on employees retention in IBM Corporation’, Journal of Asian Business
Strategy, 9(2), pp. 158-173.

Pratap, A. (2017) Google s human resource management strategy. Available at: https://notesmatic.com/googles-human-resource-management-
strategy/ (Accessed: 20 April 2024).

Palcisko, J. (2016) The negative impact of a slow hiring process. Available at: https://www.linkedin.com/pulse/negative-impact-slow-hiring-
process-john-palcisko (Accessed: 20 April 2024).

Raisch, S. and Krakowski, S. (2021) ‘Artificial intelligence and management: The automation—augmentation paradox’, Academy of management
review, 46(1), pp. 192-210.

Trullen, J., Bos-Nehles, A. and Valverde, M. (2020) ‘From intended to actual and beyond: A cross-disciplinary view of (human resource
management) implementation’, International Journal of Management Reviews, 22(2), pp. 150-176.

Williams, N. (2017) ‘Work Rules: Insights from Inside Google That Will Transform How You Live and Lead’, Occupational medicine, 67(1), pp.
80-81.



https://www.linkedin.com/pulse/9-ways-ibm-reinventing-recruiting-amber-grewal
https://www.linkedin.com/pulse/9-ways-ibm-reinventing-recruiting-amber-grewal
https://www.linkedin.com/pulse/google-plans-layoff-30000-employees-fight-between-ai-humans-nath-esj8c
https://notesmatic.com/googles-human-resource-management-strategy/
https://notesmatic.com/googles-human-resource-management-strategy/
https://www.linkedin.com/pulse/negative-impact-slow-hiring-process-john-palcisko
https://www.linkedin.com/pulse/negative-impact-slow-hiring-process-john-palcisko

