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Introduction:

The efficiency and effectiveness with which people, processes, and technology combine to produce value at the lowest possible cost is crucial to the success of any firm. Because of the use of modern technology and software in employee hiring and selection, artificial intelligence (AI) is being used to design new-age business strategies (K.S. Shultz and Jeske, 2015). It is a system that automates and completes various low-value HR operations, enabling more time to be committed to the organization's strategic objectives. By processing enormous volumes of data fast and correctly, artificial intelligence (AI) has the potential to drastically enhance the employee experience across the board. Artificial intelligence (AI) has grown to the point that it is altering how humans interact with one another and with the environment around us. Hospitality is being transformed into a completely digital industry, supported by internet, mobile, cloud, AI, and blockchain technology and applications. Digital technology is currently transforming hotel operations, guest services and communications, revenue management, distribution, HRM, and marketing. Today's hotelier must be able to analyse, assess, suggest, and purchase technology solutions to improve guest satisfaction, operational efficiency and productivity, customer service, and income, as well as grasp, know, and use digital technology solutions in their everyday environment. Some examples include IHG's predictive technology, Hilton's Ally, and Marriott International's Chat Bot (M C) which has been used to coordinate recruitment for their organisations and aid people in determining which of their brands would be most suited to them.

 





Recruitment and Selection

The use of artificial intelligence (AI) driven technologies and robots in the hospitality industry continues to grow at an exponential rate around the world, with many hospitality organisations integrating AI into their core service delivery models to provide seamless, robust service experiences to their customers. (Lin et al., 2019). Nowadays several hospitality organisations have already begun to use Artificial intelligence (AI) in their recruitment and selection process, but the overwhelming majority of them have not done so. Artificial intelligence (AI) can help both the employing company and the job candidates throughout the recruiting process. Recruitment is the process of identifying and retaining the individuals that an organisation needs (Armstrong. 2012). The selection phase of the recruiting process is involved with choosing which applications or candidates should be hired to certain positions within the organisation. This includes determining how well an applicant's level of skills, knowledge, talents, and competency match up to a person specification for the position that specifies these needs. The goal of recruiting and selection is to determine how well a candidate will be capable of doing a job (Armstrong. 2012).  

Artificial Intelligence (AI) is a significant advancement in the digital revolution. It is true that the word AI is not limited to a single meaning, but rather it is defined and understood differently by different areas (Wang, 2019). It has been programmed to be able to reason and think like a human. Any computer or technology that can learn and solve a given issue in the same way that a human brain can be said to have artificial intelligence (AI) (Wang, 2019). There are many organisations back-office businesses that can be automated with the aid of artificial intelligence. 

It's like having your own personal concierge in the palm of your hand: For example, Marriott’s digital Career Concierge, MC (Meet Marriott). Additionally, Marriott Chatbot (MC) is one of the first chatbots in the hospitality business, and it offers a variety of new methods for Marriott workers and job seekers to communicate with the company. MC teaches job applicants about Marriott's distinct culture, history, and principles in a humorous manner. MC also invites visitors to learn more about Marriott's many brands by taking a brief quiz regarding each one. And MC is prepared to answer some of the most frequently asked questions from people who want to work at one of Marriott's 6,200+ properties (Marriott.com, 2018). 

MC can search for job listings and hotels based on specific dates, and if the chatbot isn't able to answer an individual's question they can easily connect to a live Marriott support agent. The chatbot uses information from Marriott Jobs, Marriott Careers, and Marriott International Hotels. Candidates can converse with chatbots and have their fundamental inquiries answered by them. Artificial Intelligence (AI) can, reduce the number of abandoned applications by building more user-friendly forms that a job candidate is more likely to finish. The traditional method of recruitment involves posting a job, interviewing candidates, and then selecting the best one to fill the vacancy. Recruiters have to start from beginning every time a firm needs a new employee, and this process repeats itself. To put it another way, the efficiency of the process suffers greatly due to the loss of both time and knowledge. Artificial intelligence (AI) may contact candidates, save and analyse interactions with each application without having to start from scratch. Using Natural Language Processing (NLP), advanced chatbots like Marriott MC is able to determine whether or not an applicant has particular talents by analysing their replies. Additionally, the bots are able to fill in any gaps in a candidate's résumé, allowing recruiters to better assess if they are a good fit for a certain position.

Large organisations are getting involved in the creation of AI-augmented job descriptions that are more inclusive and objective, allowing for objective screening of applicants for open positions. Using artificial intelligence in recruiting has made the job of human resources personnel much simpler, but it has also made it possible for job seekers to submit more complete applications since it makes the process simpler and more meaningful for job seekers as well. Candidate identification has been aided greatly by AI. With the use of AI technology, the pool of applicants for new positions may be narrowed down to those who are most likely to succeed. This technology allows HR managers to find suitable workers more quickly and simply than ever before, saving time and money. The onboarding process begins as soon as the best candidate for a position has been identified. AI allows this process to take place outside of normal business hours, which is a significant advance over previous onboarding methods. An alternative is the use of chatbots, and remote support apps enabled by AI technology, which enables new recruits to get human resources help at all hours of the day and from any place. Because of this shift, workers are able to go through the onboarding process at their own leisure, which minimises the administrative strain and results in a quicker integration (Connor, 2020).

Using modern technology, corporations have more control over the information that their workers work with and access, as well as the information that potential employees post about themselves on blogs and general websites (Van Iddekinge et al., 2013). Changes in work and organisations as a consequence of social progress, technical advancements, and economic and political reasons are likely to necessitate the need for organisations to educate and develop employees in order to assure effectiveness, quality, and competitiveness (Thompson & Beardwell, 2017). Human resource management development is also important for recruiting and maintaining people, and it should be a vital pillar of HR strategy in organisations working in the public, commercial, and non-profit sectors. Employees can use artificial intelligence to aid them in arriving at their day-to-day workplace decisions. In addition to these and other choices and activities, an employee can make changes to such things as their home address, emergency contact information, company data, and the approval status of leave requests. There are several analytical and KPI-driven information that may be collected via conversational AI, such as a company's headcount and top performers. Also, AI is a game changer when it comes to filling in the gaps in education and training. Learning and Development (L&D) is taking a leap forward with the help of artificial intelligence (AI) and conversational analytics. Managers may analyse where they have skill gaps and devise digital training strategies to fill those gaps accordingly. Using conversational AI, managers and employees can keep track of this training. Candidates may be screened more quickly and effectively using cognitive solutions in Artificial Intelligence.

Small activities that take up a lot of time in human resources can be automated. For example, the onboarding process, fundamental perks, and responses to frequently asked questions are just a few examples. Artificial Intelligence (AI) can standardise and automate these replies, freeing up time to focus on the more strategic aspects of the project. AI is a powerful catalyst in the establishment of how employees and enterprises interact. Employee engagement activities, such as intelligent surveys, real-time feedback platforms, prizes and recognitions, may be firmly conducted by AI, which can do these tasks effectively. Artificial intelligence (AI) is widely regarded as having the ability to automate a variety of processes associated with the hiring process. In the view of many AI specialists and academics, AI technologies have a beneficial influence conceivable results of the recruiting and selection process. The Applying artificial intelligence (AI) in recruiting has the following expected outcomes:

· Timesaving

· Cost-saving

· Eliminates Bias

· Accuracy

· Enhanced effectiveness

· Increased satisfaction of potential employees

· It reduced workload.

Human resource management has benefited from artificial intelligence for decades, but the technology has improved dramatically throughout that period. Things like tailored employee experiences, in which workers may gather information from their companions, are examples of artificial intelligence in action. Every piece of information is sent in milliseconds flat. To assist workers, make day-to-day decisions in the workplace, it also demonstrates cognitive strategies such as "cognitive decision making." Such issues as requests for leave, gauging the attitude of the workforce, preparing the whole staff, and the organization's recruiting procedures all fall under this category (Vaishnavi, 2018).


The main function of the recruitment process is to find the right person from a pool of talent. In detail, it is critical for any organisation to select, attract, and manage talented resources, (Van Esch et al., 2020), because talent is the most strategic point that directly leads to enterprise profitability. Furthermore, analysing the application at each step is critical in order to find the correct candidate and pick the appropriate abilities. This will be extremely useful in demonstrating the appropriate level of responsibility, which will help the recruiting process go smoothly. When positive job applicant feedback is compared to the employing firm's practises, artificial intelligence recruiting methods may result in a higher acceptance rate of job offers and a more favourable relationship with the hiring company. (Van Esch and colleagues, 2019) Artificial intelligence is poised to boost innovation by speeding up the development of ground-breaking goods, supporting businesses in acquiring new income streams more quickly, and reducing unnecessary costs in the process, hence increasing cost-effectiveness.  (Plastino and Purdy, 2018). For effective applicant screening, video interviews with(without) an artificial intelligence decision agent may be used. (Suen et al., 2019) Artificial intelligences that yield substantial consequences, are established in crucial societal positions, and engage in human acts are commonly related to emotions. (2019, Shank et al.) 

Despite the many advantages of AI in HRM, there are also some drawbacks, such as the expensive initial investment required to keep up with the constant evolution of hardware and software. Because of this, most organisations are unable to make such a large expenditure from time to time. Since the emergence of artificial intelligence in human resources, unemployment rates have risen as new robots have displaced workers who were previously employed. As a result, the number of people looking for work has risen. Human resources are essential to produce new ideas since artificial intelligence cannot do so because it is only designed to carry out the tasks given to it. Because AI lacks emotions, it is unable to relate to or empathise with humans and their problems. Human resources are needed to cope with crises, interact with actual people, and aid in their understanding.









Conclusion

Hospitality workers may benefit greatly from AI-based HR initiatives, which can assist HR managers improve employee performance. AI-enabled HR solutions can analyse, forecast, and assist key stakeholders in making decisions. Adopt artificial intelligence (AI) technology. In the corporate world, this involves meeting the company's operational requirements, as well as ensuring that your company's culture and digital maps are in sync. Artificial Intelligence (AI) will have a significant influence on employees in a variety of ways, but they may claim a quick and accurate user experience. Because of this, it is critical to prioritise the requirements of employees and be clear about the desired goals. This is a major issue in AI development, as well. In implementing AI-driven HR initiatives, employee data must be secured, and proper governance procedures must be established. Legal considerations should be included in the guidelines, as well as technical ones. People's behaviour and patterns can be better understood with the help of a powerful AI system. Employee, emotions, and intents may be simulated and validated for an effective employee experience by converging and analysing data from many digital platforms.
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