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Abstract. The article presents a comprehensive review and comparative analysis of modern artificial intelligence
(AD-based platforms used in human resource (HR) management. Tools such as HireVue, Pymetrics, Eightfold.ai,
Workday, and Textio are reviewed. Their functionality, usability, integration with existing systems, data security,
cost, and user support are discussed. The article provides practical recommendations for selecting optimal Al so-
lutions, taking into account the specific needs and priorities of different organizations. It also explores the prospec-
tive directions of Al development in HR and the ethical aspects of their implementation.
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Introduction

Relevance of the topic

Artificial Intelligence (AI) is actively penetrat-
ing all areas of business, including human resource
(HR) management. The use of Al in HR can auto-
mate routine tasks, improve analytical abilities,
and increase the efficiency of HR departments.
This process has evolved from simple automated
systems to sophisticated analytical solutions that
can predict employee behavior and optimize em-
ployee development.

The purpose of this paper is to provide an
overview of the best Al tools for HR and analyze
them comparatively.

Literature Review

Current research demonstrates that Al has the
potential to improve HR processes significantly.
Major areas of research include recruiting automa-
tion, performance analytics, and employee train-
ing. These studies show that the proper use of Al
can reduce bias, increase the objectivity of deci-
sions, and improve the overall efficiency of HR de-
partments.

Criteria for selecting Al tools for HR

To evaluate Al tools in HR, it's important to
consider a few key criteria:

e functionality and capabilities How well the
tool meets the needs of the organization;

e user interface and usability — ease and in-
tuitiveness in use;

e integration with existing HR systems — the
ability to seamlessly integrate with existing sys-
tems;

e data security and privacy — how well the
tool protects employee data and meets regulatory
requirements;

e cost and ROI - the economic viability of
using the tool;

e support and training — availability of qual-
ity support and user training programs.

A review of the best Al platforms and tools
for HR

HireVue:

e  Description: a platform for video inter-
views and candidate assessment.

e Key features: automate interviews and
analyze candidate responses based on Al.

e Advantages: reduced time to hire, in-
creased objectivity of assessment.

e Disadvantages: possible bias of algo-
rithms, need for user training.
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Recommendations for use:

e System implementation: start by inte-
grating HireVue with your current HR systems for
seamless data exchange.

e Team training: provide detailed training
to HR professionals on how to use the platform so
they can effectively conduct and analyze video in-
terviews.

e Ethics and privacy: ensure that all candi-
dates are informed about the assessment methods
and the data that will be collected. Keep processes
transparent.

e Data analysis: analyze interview data reg-
ularly to identify any potential biases in the algo-
rithms and make adjustments.

Pymetrics:

e Description: a platform for assessing cog-
nitive and emotional qualities of candidates.

e Key features: neuropsychological games,
analyzing candidate potential data.

e Advantages: objective assessment, reduc-
tion of bias.

e Disadvantages: limited scope, need to
collect large amounts of data.

Recommendations for use:

e Assessment and customization: cus-
tomize the platform to assess the cognitive and
emotional qualities that are most important to
your organization.

e Integration with recruiting processes:
incorporate Pymetrics into early stages of recruit-
ing to pre-screen candidates based on neuropsy-
chological games.

e Feedback: provide candidates with feed-
back based on their performance, increasing their
engagement and understanding of the process.

e Performance monitoring: regularly
monitor how Pymetrics results correlate with em-
ployee performance and adjust evaluation criteria
as needed.

Eightfold.ai:

e Description: talent management plat-
form.

e Key capabilities: resume analysis, predic-
tive analytics, career trajectory planning.

e Advantages: integrated approach to tal-
ent management, high accuracy of predictions.

e Disadvantages: high cost, complexity of
integration.

Recommendations for use:

e Comprehensive integration: integrate
Eightfold.ai with your talent management and ca-
reer planning systems.

e Predictive analytics: utilize predictive
analytics capabilities to identify potential stars
among employees and plan their career develop-
ment.

e Talent management: develop talent
management strategies based on data from Eight-
fold.ai to support and develop key employee skills.

e Performance measurement: assess plat-
form performance by regularly analyzing turnover
and productivity metrics.

Workday:

e Description: a comprehensive HRM sys-
tem with Al capabilities.

e Main capabilities: recruiting, perfor-
mance management, data analytics.

e Advantages: wide functionality, high reli-
ability.

¢ Disadvantages: high cost, need for signif-
icant resources for implementation.

Recommendations for use:

e Integrated approach: use Workday to
manage all aspects of HR, including recruiting,
training, performance management, and data ana-
lytics.

e Customization and training: provide de-
tailed training for HR professionals on all Workday
functionality.

e Data security: make sure all employee
data is protected with multi-layered security
measures.

e Regular updates: monitor and implement
platform updates to ensure you're always utilizing
the latest Workday features.

Textio:

e Description: a tool for writing effective
and inclusive job ads.

e Main features: text analysis, recommen-
dations for improvement.

e Advantages: reduced bias in texts, in-
creased response to job postings.

e Disadvantages: limited functionality be-
yond text creation, need to integrate with other
systems.

Recommendations for use:

e Create job postings: use Textio to write
inclusive and effective job postings that attract di-
verse candidates.
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e Analyze texts: regularly analyze job post- o

ings and make improvements based on Textio's

recommendations.
e Feedback: enable candidates to give feed-

back on job postings to further improve texts.

Integration with HR systems: incorpo-

rate Textio into your overall recruiting process to

automatically improve all texts related to hiring.

Table
Tool benchmarkin:
Tool Functionality Ease of Integration Data Cost Support and

use security training
HireVue High Medium Good High Medium Good
Pymetrics Average High A Average High Average Good
Eightfold.ai High Medium High High High Good

Workday Very High Medium High Very High Very Excellent

High
Textio Average High Average High Average Average

The analysis shows that each platform has its
own strengths and weaknesses. For example,
Workday offers the widest functionality but re-
quires significant investment. Textio is great at
creating inclusive texts but has limited functional-
ity. HireVue and Pymetrics help reduce recruiting
bias but require significant resources for customi-
zation and training.

Conclusions and recommendations

Al tools for HR can significantly improve the ef-
ficiency and objectivity of HR processes. It's im-
portant to choose tools that fit the needs and pri-
orities of the organization while considering ethi-
cal and safety considerations.

Three general recommendations when imple-
menting Al in HR processes are as follows:

1. Ethics and privacy: implement Al tools
with ethical standards and respect for employee
privacy in mind.

2. Ongoing training: provide ongoing train-
ing and development for HR professionals to effec-
tively utilize AI solutions.

3.  Monitoring and Adjustment: regularly
evaluate the effectiveness of Al tools and adjust
processes based on the findings.

Further research is needed to improve Al algo-
rithms, minimize bias, and improve the interac-
tion of Al systems with users. Prospects for Al
technologies in HR include deeper personalization
and integration with other business processes.

The author encourages HR managers to be at
the forefront of these changes, actively follow the
innovations in Al and implement advanced solu-
tions into their organizations' HR processes. This

will not only improve efficiency and fairness, but
also create a competitive advantage in the labor
market. Continuous learning and adapting to new
technologies will help organizations stay relevant
and successful in a rapidly changing world.
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