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KEYWORDS ABSTRACT:

Digital technology _The digital technology significantly affects company management practices, necessitating adaptable changes.
This study looks at how company HRM should change to keep up with the rapid advancement of digital
technologies. The study's findings demonstrate how technology has impacted the labor market, the setting for
businesses, and the number of jobs available. Human resource management is the foundation for digital

,Human resource
management, Talent

SELGE, Labor_, empowerment and management transformation. Determine the particular biases in HR procedures that you want to
Diversity, Machine target, such as age, gender, or ethnicity bias. Specify the goals you want to achieve, such as raising employee
Learning. satisfaction, decreasing recruiting prejudice, and boosting diversity and inclusion metrics .Perform a

comprehensive analysis of the body of research on bias in HR procedures, diversity and inclusion, and the use of
machine learning to reduce bias.

1. Introduction

It takes a methodical approach to design a study technique for machine learning for diversity and inclusion that
addresses biases in HR practices. Here is a recommended framework that you can modify according to the
particular goals, available resources.The use of digital technology in business has increased in depth and breadth
during the past several years. Under the influence of digital technology, businesses that organize work are
changing. Within this framework, the company's HRM practices must also be modified accordingly to meet the
evolving demands of digital technology. This work methodology essay concentrates on how technology affects
work environments, talent structures, and demand in india. It also suggests ways to optimize corporate human
resource management in light of digital technology. Digital technology influences the work process and the
corporate layout, which in turn affects how positions are set. Operation technology content and methodology of
Meital Technology Operations Efficiency of technology management Digital Enhancement of Jabber responsibility
and technology Digital The need for technology responsibility growth in employment.Digital technology's later
trajectory in human resource management Effect on the Need for Labor The two ways that digital technology
affects labor demand are through the substitution effect, which lowers labor demand, and the compensating
effect, which raises labor demand [1]. Regarding the replacement effect, digital technology lowers the labor
demand for some jobs because it replaces labor-intensive technologies like labor and improves labor efficiency.
With the use of digital technology, labor productivity has increased and the number of workers needed to
accomplish the same amount of work has decreased[2].When a labor task is finished, the extent to which digital
technology influences demand relies on how well the employees perform and meet the task's skill requirements.
According to earlier research, jobs involving operational and programmed duties have the highest likelihood of
being replaced by digital technology.The lowest replacement rate roughly 10% is seen in cognitive and non-
routine tasks [3] Model Based on Tasks Assignment routinely occurring again and Nanrautine-me, a mechanical
tea both medicinal and non-medical treatments. The effect of lateness Capacity Cognitive-less labor which calls
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for elevated reasoning and cognitive .On the one hand, the time it takes for digital technology to be used is
directly impacted by economic viability. The widespread use of digital technology is being held back by the
expense of its application. Digital technology's economic viability The effects of digital technology application time
on economic possibility[4].The Price of Digital technology Momentum However, while assessing how digital
technology is affecting employment, it is important to take into account the time lag in its deployment,
particularly for developing nations. The real implementation of digital technology in poor nations is delayed due
to economic feasibility, which also delays the effect on employment.

2. Digital technology

The advantages of technology investment in terms of efficiency and return on investment will increasingly
outweigh those of human capital. Enterprises will progressively assign talent to core positions and core talents
with high efficiency in producing human capital and excellent talent value creation capacity. [5] There will be a
growing need for key skills with significant value generating potential. Digital technology will replace the front-
end programming and operational positions in the current employment structure. Talents will progressively
replace labor in demand. Professional technical capabilities as well as highly skilled individuals that are unable to
be replaced by technology. Promising leaders, top technicians and technical talent, and compound technical
talent are among these positions. abilities in professional management, innovative talents, compound high-skilled
talents, and so forth 2/4 declines, digital technology will replace the workers that produced inefficient human
capital[6]. The fig 1 demand for employment will eventually decline as workers with low human capital
production efficiency are being replaced by digital technology in the workforce.

A. Human resource management's optimization direction under the influence of digital technology

Overall, the company's approach to managing its human resources will shift from "management and control to
"empowerment" . Establishing a comprehensive approach to human resources, emphasizing the development of
workers' capacity for value creation, arranging labor according to consumers organizations must prioritize the
creation of forward-thinking talent reserves and enhance their strategic human resource planning. Organize
people in a methodical manner and optimize the overall effectiveness of the company's workforce. Companies
must enhance strategic considerations and forward-looking talent distribution reserves

B. Talent human resources

Businesses must consider if their employment's size, composition, and quality can fulfill the strategic demands of
the digital transformation as well as their ability to adjust to new ventures and changes in the technology
landscape. Businesses must get the highest possible total talent allocation and optimum efficiency when
considering talent from an all-encompassing perspective[7]. It is essential to fully utilize the internal human
resources. Businesses are able to forecast the requirements of the digital business and technological
transformation, as well as plan ahead for talent training and reserve[8]. Professionals in digital technology who
are dispersed throughout the organization's many divisions and units must be integrated. Along with developing
digital technical skill, all departments and units must be actively encouraged to share their talents with one
another. With every day that goes by, digital technology development is evolving. The updated business form is
still being refined. The level of uniformity in the work content completed by employees has declined. Employees'
significance and personal worth are emphasized. It is essential to foster the internal vigor and innovation of the
personnel and to fully utilize their talents and potential. Regarding focusing on employee equity, how can
enhance worker skills, ignite worker potential, The goal of employment management is now to foster employee
growth, sense of worth, and contentment.
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3. Management systems .

Positions are no longer the primary basis for evaluation and incentives. It is imperative that the compensation
structure place a greater emphasis on performance and individual aptitude, support workers in enhancing their
capacity to adjust to digital technology, and mentor them as they mature into compound talents with a variety of
skills and responsibilities.

HRM Optimization Digital Technology

Remote Work Management

Diversity & Inclusion Initiatives
Employee Engagement & Experience
Talent Acquisition & Retention
Personalized Training Programs
Employee Performance Tracking
Data-Driven Decision Making

Automation of Administrative Tasks

0 20 40 60 80 100
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Fig. 1. HRM optimization digital technology
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Fig 2 Businesses must routinely host technology competitions and offer their staff access to an online platform for
enterprise-wide virtual technology exchange communities.The enterprise should reallocate its internal resources
to the front of the market, thereby enhancing the self-organization and adaptability of front-line employees at the
grassroots level. In terms of customer-centricity, businesses must move away from internal management and
toward the needs of the market and its customers. Higher-level departments and department executives are no
longer primarily motivated by internal management. As the foundation and basis of labor management, every
company, profession, and class level must consider .Companies should enhance the market's capacity for self-
organization and self-adaptation in order to shift resources to the market. More autonomy in making decisions
and allocating resources should be granted to front-line staff members and teams

Analysis Output of HRM Digital Technalogy

Diversity & Inclusion

Decision Making

HR Policies

Workferce Analytics

Employee Engagement

Training & Development

Performance Management

Recruitment & Selection

Percentage

Fig. 2. Analysis Output of HRM Digital Technology

They fig 3 increase the accuracy of managers' hiring decisions and offer an objective assessment for training and
development, salary distribution, performance appraisal, and training

Analysis Output Automation of Digital technology in HR

Percentage

Fig. 3. Analysis Output Automation of Digital technology in HR

1492 |Page



w Unpacking Cultural Hybridity and Diasporic Femininity in
Jhumpa Lahiri's The Lowland
SEEJPHVolume XXV , 2024, ISSN: 2197-5248;Posted:22-11-2024

Big data models for human resources can be developed using data resources as the foundation in order to realize

forward-looking predictive analytical functions. High-quality data analysis techniques applied scientifically can
provide insightful and comprehensible analytical outcomes for challenging management issues[9]. Fig 4
Businesses must increase the operational level of staff size and job setting for human resources with a greater
degree of scientific precision. The operation terminal's data gathering feature allows for the objective recording
of employee workload and efficiency, the improvement of the scale of employment data model, and the effective
and rigorous regulation of the scale of employment[10]. An impartial assessment of the efficacy of human capital
is necessary. Employment management online is more dynamic and agile. An enterprise's organizational and
business boundaries are no longer clearly defined. Establishing agile employment practices that align with
organizational models and development needs is crucial.

Analysis Output of Human Resource Management system

Workforce Planning HR Decision-Making

Employee Experience & Engagement

Talent Acquisition 10.8%

13.8%

12.3%

Workforce Analytics
Employee Retention 8% 123%

Training and Development
Performance Management 9 P

Fig. 4. Analysis Output of Human Resource Management system

Techniques for managing employment. more adaptable and lively. Teams and organizations vary in their
approaches. cultivate composite talent, which combines a variety of skills and duties. Companies must routinely
host technology competitions and offer their staff access to an online platform for enterprise-wide virtual
technology exchange communities[11].
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Fig. 5. Input and Output Technology Competitions vs. Virtual Platforms
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The fig 5company should reallocate its internal resources to the front of the market, enabling front-line workers
at the grassroots level to be more adaptable and self-organizing[12].Companies need to become more customer-
centric by concentrating on client needs and market needs rather than internal management[13]. Fig 6 higher-
level departments are no longer primarily driven by internal management[14]. as well as department heads of
evaluating and inspiring staff members[15]. Various job roles have varying demands regarding the caliber and
competencies of personnel[16]. Businesses must have a more adaptable and agile approach to employment
management in order to deal with the shift in work practices brought about by the use of digital
technology[17].At the operational level, a unique zone system for managing employment must be established,
and some market-oriented financial institutions[18].Emerging businesses, and market-oriented industries must
have complete autonomy over employment decision-making. Businesses should promote inventive tearn building
and create adaptable, remote teams for technological innovation.

4. Conclusion

The establish measures to assess how well your machine learning models are decreasing biases and enhancing
diversity and inclusion. Accuracy, justice, precision, memory, and general employee happiness are a few examples
of metrics. Mechanism of feedback provide a way for workers and HR professionals to provide ongoing input so
that any biases or unforeseen repercussions of the machine learning models may be found. Corporate HRM
practices also need to be updated in light of the impact of digital technologies. However, digital technology will
also create a greater need for non-routine and cognitive professions, replacing manual and routine tasks in the
process. As a result, businesses will need to modify their employment structure and scale.
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