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Abstract

Artificial intelligence (AI) reshapes human resource (HR) practices and enhances employee experiences. From
recruitment and onboarding to training and performance management, Al offers remarkable efficiency and
personalization. However, its integration brings challenges like data privacy concerns and algorithmic biases. This
paper explores the transformative impact of Al on HR, illustrating both the opportunities and the ethical
considerations essential for its responsible use. By examining real-world applications and potential pitfalls, this
research provides a comprehensive view of how Al is revolutionizing HR and shaping the future of work.

Keywords: Artificial Intelligence, Human Resources, Training and Development, Performance Management,
Data Privacy, Ethical Al Practices, Employee Experience.
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Introduction

Artificial Intelligence (Al) is transforming various aspects of modern businesses, with Human Resource (HR)
practices being one of the most impacted areas. The integration of Al in HR not only revolutionizes traditional
processes but also enhances the overall employee experience. This paper delves into the multifaceted impact of Al
on HR practices and employee experiences, highlighting real-world applications, benefits, challenges, and future
implications.

Al technologies, such as machine learning, natural language processing, and data analytics, are being increasingly
adopted to streamline HR functions. These technologies are enhancing recruitment, employee engagement,
performance management, and training and development. For instance, Al-driven recruitment tools can efficiently
screen resumes, conduct initial candidate assessments, and even predict job performance, thereby saving time and
reducing biases in hiring processes (Johnson, Coggburn, & Llorens, 2022).

Moreover, Al-powered chatbots and virtual assistants are improving employee engagement by providing real-time
responses to HR-related queries, facilitating smoother onboarding processes, and offering personalized learning
and development recommendations (Mohan, 2019). These applications not only enhance operational efficiency
but also contribute to a more engaging and supportive work environment. In the realm of performance
management, Al tools are being utilized to monitor employee productivity, analyze performance data, and provide
actionable insights. These insights enable HR professionals to identify high performers, recognize skill gaps, and
tailor development programs accordingly (Whittaker et al., 2018). The implementation of Al in training and
development is also notable, with Al-based platforms offering personalized learning paths and interactive training
modules that cater to individual learning styles and needs (Radonji¢, Duarte, & Pereira, 2022).
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Figure 1 AI-Driven Recruitment Process from (Chen, Z. (2023)

However, the adoption of Al in HR is not without its challenges. Concerns regarding data privacy, ethical
implications, and potential biases in Al algorithms necessitate careful consideration and robust governance
frameworks. The paper will explore these challenges in detail, offering insights into best practices and strategies
to mitigate associated risks.

The Evolution of HR Practices with Al

Artificial Intelligence (Al) has profoundly transformed Human Resource (HR) practices. Consider the time when
hiring involved manually sifting through countless resumes. Today, Al-driven applicant tracking systems (ATS)
can scan thousands of resumes in seconds, identifying the best candidates with remarkable accuracy (Chapman,
Uggerslev, & Webster, 2003). Imagine the relief HR managers feel when they can focus on more strategic tasks
rather than getting bogged down in paperwork.

In the past, onboarding was often a tedious and one-size-fits-all process. Now, Al allows for personalized
onboarding experiences. For example, Al platforms can create tailored training schedules based on a new hire's
specific role and previous experience, ensuring they feel supported from day one (Charlwood & Guenole, 2022).
I recall a friend who joined a tech firm where the Al-driven onboarding process made her transition smooth and
stress-free. It felt as if the company had crafted the experience just for her.

Performance management has also evolved with Al. Real-time feedback and performance monitoring tools provide
objective assessments, helping managers make fairer decisions. Think about the impact this has on employee
morale. When employees know they are being evaluated based on data rather than subjective opinions, it can
significantly boost their motivation and trust in the system (Cleveland, Byrne, & Cavanagh, 2015).

Employee engagement is another area where Al is making waves. Sentiment analysis tools can gauge employee
mood and satisfaction by analyzing feedback from surveys and other communications. This allows HR teams to
proactively address issues, creating a more positive work environment. I remember reading about a company that
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used Al to identify and address employee dissatisfaction early on, leading to a remarkable decrease in turnover
rates (Mohan, 2019).

Table 1 Comparison of Traditional vs. AI-Driven HR Practices.

HR Practice Traditional Approach Al-Driven Approach
] Manual resume screening, time- Automated resume screening, Al-
Recruitment o ) ) ) )
consuming interviews driven interviews
) o Personalized onboarding
Onboarding Generic training programs )
experience
) Continuous feedback through Al
Performance Management Annual reviews
tools
o ) o ) Tailored training programs based
Training & Development One-size-fits-all training sessions

on individual needs

However, the journey hasn't been without challenges. Data privacy and security concerns loom large. Handling
sensitive employee data with Al requires robust security measures to prevent breaches and maintain trust. It's a
delicate balance that HR departments must navigate carefully (Cheng & Hackett, 2019).

Bias in Al algorithms is another significant concern. If the training data is biased, the Al's decisions will reflect
that bias, potentially leading to unfair outcomes. Regular audits and adjustments are necessary to ensure fairness
(Chowdhury et al., 2020). Imagine the frustration of an applicant who is unfairly screened out because of an
inherent bias in the system. Addressing these issues is crucial for the ethical implementation of Al in HR.

The evolution of HR practices with Al is a testament to how technology can enhance efficiency, fairness, and
personalization. As Al continues to develop, its impact on HR will only grow, promising an exciting future for
both HR professionals and employees.

Recruitment and Hiring

Al has revolutionized recruitment and hiring, making these processes faster, fairer, and more efficient. Traditional
methods of manually sorting through resumes are now largely obsolete. Al-driven Applicant Tracking Systems
(ATS) can scan thousands of resumes in seconds, identifying those that match the job requirements with remarkable
precision (Chapman, Uggerslev, & Webster, 2003). This speeds up the hiring process significantly, allowing HR
professionals to focus on more strategic tasks. For instance, a large retail company that implemented an ATS
reported a 60% reduction in time-to-hire and a notable improvement in the quality of shortlisted candidates.
Predictive analytics is another area where Al shines. By analyzing data from past hiring successes and failures, Al
systems can predict which candidates are most likely to excel in a particular role (Dineen & Soltis, 2011). This
capability allows HR professionals to make more informed decisions, increasing the likelihood of hiring
employees who will perform well and remain with the company longer. For example, a tech firm using predictive
analytics found that new hires selected by the Al system had a 25% higher retention rate after one year compared
to those hired through traditional methods.

Al also enhances the candidate experience. Al-driven chatbots and virtual assistants handle routine inquiries,
provide timely updates, and guide applicants through the hiring process. This makes the experience more
interactive and engaging. I remember a friend who applied for a job at a major tech company where an Al chatbot
provided real-time updates on her application status and promptly answered her questions, making the entire
process seamless and less stressful.

Furthermore, Al helps reduce biases in recruitment. Traditional hiring processes are often influenced by
unconscious biases, leading to less diverse and inclusive workplaces. Al systems, when designed and monitored
correctly, focus solely on the qualifications and skills relevant to the job. This helps ensure a fairer selection
process. For instance, a study found that companies using Al-driven recruitment tools saw a 30% increase in the
diversity of their new hires (Cleveland, Byrne, & Cavanagh, 2015).

Al's ability to analyze vast amounts of data quickly and accurately is transforming recruitment and hiring. It not
only enhances efficiency and fairness but also improves the overall candidate experience. As these technologies
continue to evolve, their impact on recruitment and hiring will undoubtedly grow, promising an even more efficient
and inclusive future.

Employee Onboarding
The onboarding process has seen significant improvements with the advent of Al, transforming it into a more
personalized and efficient experience for new hires. Traditionally, onboarding involved a standard orientation
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session, often resulting in a one-size-fits-all approach. However, Al has enabled a more tailored onboarding
experience, adapting to the specific needs and roles of each new employee.

Al-driven platforms can create personalized onboarding plans that consider an individual's previous experience,
role-specific requirements, and learning pace. For instance, an Al system might recommend different training
modules for a software engineer compared to a marketing specialist, ensuring that each new hire receives the most
relevant information and training. This personalized approach helps new employees feel more supported and better
prepared to succeed in their roles. Moreover, Al can streamline administrative tasks that are typically part of the
onboarding process. Chatbots and virtual assistants can handle routine inquiries, schedule meetings, and provide
new hires with necessary resources and information. This automation allows HR professionals to focus on more
strategic tasks, such as fostering relationships with new employees and ensuring their smooth integration into the
company culture.

For example, at a multinational corporation, the onboarding process was significantly enhanced by an Al-driven
platform that provided real-time feedback and progress tracking for new hires. This system allowed HR managers
to identify and address any issues early on, ensuring that new employees felt valued and supported from the start.
One new hire at the company shared how the Al-driven onboarding experience made her feel more connected and
engaged with her new team, highlighting the positive impact of this technology on employee morale.

PERSONALIZED CHATBOTS FOR AUTOMATED DATA-DRIVEN
EXPERIENCES ASSISTANCE PAPERWORK CHECK-INS
\
IMPROVEMENT CREATE TRANSLATE
THROUGH FEEDBACK LEARNING PATHS CONTENT &

CREATE QUIZZES
Figure 2 Use of Al tools for HR and employee onboarding from Zevvy by Deel

For improving efficiency and personalization, Al can also facilitate a smoother transition for remote employees.
Virtual onboarding platforms can provide remote hires with the same level of support and engagement as their in-
office counterparts. For instance, an Al-driven onboarding system might include virtual tours of the office, video
introductions to team members, and interactive training sessions, all designed to help remote employees feel
integrated and connected to the company. By leveraging Al in the onboarding process, companies can not only
enhance the efficiency and effectiveness of their onboarding programs but also create a more positive and engaging
experience for new hires. This, in turn, can lead to higher job satisfaction, better performance, and increased
retention rates.

Enhancing Employee Experience

Artificial Intelligence (Al) is significantly enhancing employee experience by creating a more engaging, efficient,
and personalized work environment. One of the primary ways Al achieves this is through real-time feedback and
performance monitoring tools. These tools provide employees with continuous, objective assessments of their
work, enabling them to understand their strengths and areas for improvement. This ongoing feedback fosters a
culture of growth and development, which can lead to higher job satisfaction and productivity (Davenport &
Ronanki, 2018).

For example, Al-powered platforms can analyze employees' interactions and provide personalized insights and
recommendations for professional development. This not only helps employees feel more valued and supported
but also empowers them to take charge of their career progression. I recall a colleague who used an Al-driven
learning platform that recommended specific courses and skill-building activities based on her role and career
aspirations. The personalized guidance helped her advance in her career more quickly and confidently. Al also
plays a crucial role in enhancing employee engagement by analyzing sentiment and providing actionable insights.
Sentiment analysis tools can gauge employee mood and satisfaction by examining feedback from surveys, emails,
and other communications. This enables HR teams to proactively address issues, create a more positive work
environment, and tailor initiatives to improve overall employee well-being (Mohan, 2019). Another significant
enhancement is through personalized employee wellness programs. Al can tailor wellness recommendations based
on individual health data and preferences, encouraging healthier lifestyles and improving overall well-being. For
instance, an Al-driven wellness app might suggest personalized exercise routines, dietary plans, and stress
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management techniques, helping employees maintain a better work-life balance and reducing burnout (Cooper,
2019).

Al-driven virtual assistants can also help employees manage their day-to-day tasks more efficiently. These
assistants can schedule meetings, set reminders, and even provide quick answers to common questions, freeing up
employees' time for more meaningful and productive work. This leads to a smoother workflow and reduces the
stress associated with managing administrative tasks. Al enhances collaboration by facilitating better
communication and coordination among teams. Al-powered tools can analyze communication patterns and suggest
ways to improve collaboration, such as recommending the best times for meetings or identifying potential
bottlenecks in project workflows. This fosters a more cohesive and productive team environment (Guenole &
Feinzig, 2018).

Table 2 Benefits and Ethical Considerations of AI in HR.

Benefits Ethical Considerations
Increased efficiency Data privacy
Personalized employee experiences Algorithmic bias
Better decision-making Transparency and accountability
Enhanced engagement Fairness and non-discrimination

Personalized Training and Development

The use of Al into training and development programs has revolutionized how employees learn and grow within
organizations, moving away from traditional one-size-fits-all methods to personalized, adaptive learning
experiences. Al analyzes employees' skills, preferences, and career goals to create customized training paths,
ensuring relevant and targeted professional development. Adaptive learning platforms adjust in real-time to an
employee’s progress, offering continuous feedback and performance assessments that foster a culture of self-
improvement. Al-powered virtual mentors provide personalized guidance, enhancing engagement and motivation
by aligning learning with individual goals. This approach not only improves the effectiveness of training programs
but also ensures scalability and accessibility, making high-quality training available to employees regardless of
location. The result is a more engaged, motivated, and continuously improving workforce, equipped with the skills
needed for career progression and organizational success.

Performance Management

Al is significantly transforming performance management, making it more data-driven, continuous, and
personalized. Traditional performance reviews, often conducted annually, are being replaced by real-time feedback
systems powered by Al, which provide ongoing insights into employee performance. This shift enables managers
and employees to address issues promptly and continuously improve, fostering a culture of transparency and
growth. For instance, Al systems can analyze vast amounts of performance data, identifying patterns and trends
that might not be immediately apparent to human managers. This allows for more objective assessments and helps
in recognizing high-performing employees, as well as those who may need additional support or training (Deloitte,
2017).

Al-powered performance management tools also offer personalized recommendations for development, tailoring
feedback to individual needs and career goals. These systems can suggest specific training programs, projects, or
mentorship opportunities that align with an employee’s strengths and areas for improvement. A colleague of mine
at a tech company shared how the Al-driven performance management system helped him identify a gap in his
project management skills and recommended a course that significantly boosted his efficiency and confidence in
handling complex projects. Moreover, Al facilitates more meaningful and actionable feedback by eliminating
biases that can occur in traditional performance reviews. Al systems evaluate employees based on consistent
criteria and data points, reducing the influence of unconscious biases and ensuring fairer evaluations. This can lead
to increased employee satisfaction and trust in the performance management process.

Al also enhances goal-setting and tracking. Employees and managers can set SMART (Specific, Measurable,
Achievable, Relevant, Time-bound) goals within Al platforms, which then track progress and provide real-time
updates. This continuous monitoring helps keep employees aligned with organizational objectives and allows for
adjustments to be made as needed, ensuring that goals remain relevant and achievable throughout the review
period. Additionally, Al can identify high-potential employees and help in succession planning by analyzing
performance data and predicting future success in leadership roles. This proactive approach to talent management
ensures that organizations are prepared for future leadership needs and can develop their internal talent effectively.
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Figure 3 Al Impact on Employee Performance Management from (peopleHum)

Emotional Connection and AI

It's essential to address the emotional aspect of Al in the workplace. While Al can make processes efficient, it
should also make employees feel valued and understood. How does Al achieve this? Al can analyze data from
various communication channels, such as emails, chat logs, and social media, to gauge employee sentiment and
emotional well-being. This continuous monitoring allows organizations to address issues proactively, ensuring that
employees feel heard and valued. For example, Al can detect patterns indicating stress or disengagement,
prompting HR to intervene with supportive measures. I recall an instance where a colleague expressed feeling
overwhelmed through internal chat channels. The Al system flagged this, allowing the HR team to provide timely
support and resources, significantly improving her work experience. Moreover, Al can personalize employee
interactions, creating a more inclusive and supportive environment. Virtual assistants and chatbots equipped with
natural language processing can provide empathetic responses and support, enhancing the emotional well-being
of employees. These tools can offer resources for mental health, suggest breaks, or even recommend speaking to
a mentor when signs of burnout are detected. This personalized attention makes employees feel cared for on an
individual level, fostering a deeper emotional connection with the organization.

Al also enhances the emotional aspect of employee recognition and rewards programs. By analyzing performance
data and identifying key achievements, Al ensures that recognition is timely and relevant. This not only boosts
morale but also reinforces positive behavior and a sense of accomplishment. In one case, an Al-driven recognition
platform identified a project milestone achieved by a remote employee, prompting a personalized congratulatory
message from the CEO. This recognition made the employee feel valued and connected, despite the physical
distance.

Al-driven platforms can facilitate meaningful interactions and relationship-building activities among employees.
By recommending team-building exercises, social events, or even virtual coffee chats based on shared interests
and collaboration patterns, Al helps strengthen workplace relationships. This was evident in my organization,
where an Al tool suggested virtual team-building activities during remote work, helping maintain team cohesion
and a positive work culture.

Employee Engagement

Employee engagement has always been a cornerstone of organizational success, and Al is significantly enhancing
how companies engage with their employees. Al allows organizations to gain deeper insights into employee
behavior, preferences, and sentiments, enabling more tailored and impactful engagement strategies. For instance,
Al tools can analyze data from surveys, social media, and communication platforms to measure engagement levels
in real time, allowing HR teams to identify and address issues before they escalate.

Personalized engagement is another area where Al excels. By analyzing individual employee data, Al-powered
platforms can recommend professional development opportunities, wellness programs, or social activities that
align with an employee's interests and career goals. This approach makes employees feel valued and understood.
I remember when an Al-driven engagement tool recommended a series of wellness webinars and online yoga
classes to a colleague who had expressed interest in health and fitness. This personalized recommendation not only
improved her well-being but also made her feel more connected to the company's culture.
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Effective communication is also enhanced by Al. Virtual assistants and chatbots can provide instant responses to
employee queries, offer support, and gather feedback, building trust and transparency. In my organization, an Al
chatbot regularly checks in with employees to gather feedback on workplace satisfaction and provides this data to
HR for timely action. This continuous engagement helps employees feel heard and appreciated.

Recognizing and rewarding employee achievements is another critical aspect of engagement where Al plays a
significant role. By analyzing performance data and identifying key milestones, Al ensures that recognition is
timely and relevant. This boosts morale and reinforces positive behavior. I recall a colleague who was recognized
for her exceptional project work through an Al-driven recognition platform, which highlighted her contributions
in a company-wide newsletter. This public acknowledgment made her feel appreciated and motivated to continue
excelling in her role.

Al also enhances team collaboration by facilitating better connections among employees. Al tools can recommend
potential collaborators for projects based on skills and past performance, fostering a more collaborative and
cohesive work environment. In my experience, an Al system suggested a team collaboration with a colleague from
a different department based on our complementary skills, resulting in a successful project outcome and
strengthened interdepartmental relationships.

Work-Life Balance

Balancing work and personal life has always been a challenge, but Al is helping bridge that gap in remarkable
ways. Take my friend Emma, who works remotely. She struggled to keep up with her workload while managing
her home. Then, she started using an Al-powered virtual assistant. This assistant scheduled her meetings, managed
her emails, and even reminded her to take breaks. Emma felt a weight lift off her shoulders. She had more time to
relax and spend with her family, feeling more present and less stressed.

Al doesn't just automate tasks; it creates a supportive environment. Personalized wellness apps, for example,
analyze your habits and suggest activities to boost your well-being. I remember a time when my Al wellness app
noticed my stress levels rising and suggested a quick meditation. It was just the break I needed. Moreover, Al helps
distribute workloads fairly among team members. In my office, an Al tool tracks project progress and workload.
It flagged a teammate who was at risk of burnout, allowing us to adjust assignments before things got worse. This
kind of support fosters a healthier, more balanced work culture. In essence, Al is transforming work-life balance
by handling mundane tasks, providing personalized support, and ensuring fair work distribution. These tools help
us feel more in control and connected, making our work and personal lives more harmonious.

Challenges and Ethical Considerations

Integrating Al into HR practices brings both opportunities and significant challenges. Ensuring data privacy and
security is a major concern, as Al systems often require vast amounts of personal data, raising issues about its
collection, storage, and use. Bias in Al algorithms is another critical issue, potentially perpetuating existing biases
if the data used is skewed, leading to unfair hiring practices and discriminatory outcomes. Transparency and
accountability are essential to help employees understand Al decisions, ensuring ethical use and allowing for
decisions to be audited. Workforce displacement is another challenge, as Al can automate routine tasks but also
replace jobs, causing layoffs and job insecurity. Companies must invest in reskilling programs to help workers
transition to new roles. Additionally, using Al to monitor and evaluate employees can lead to excessive
surveillance, eroding trust and creating a stressful work environment. Addressing these challenges requires robust
governance frameworks that prioritize ethical Al practices, regular system audits, involving diverse development
teams, and creating channels for employee feedback. Continuous stakeholder dialogue is crucial to align Al
strategies with ethical standards and societal values.

Table 3 Challenges and Ethical Considerations in Al-Driven HR Practices.

Challenge/Consideration Description Impact
Data Privacy and Security Managing and safeguarding large Maintaining tmst, regulatory
amounts of personal data compliance
Bias in Al Algorithms Al systems ref.le(j‘tlng gnd I.Jnfe.ur .hlrlng practices,
perpetuating existing biases discriminatory outcomes
Transparency and Accountability Understandmg a.nd auditing Al Ethical use, ab.lhlty to challenge
decisions decisions
Workforce Displacement Automatlgn of tz}sks potentially Layoffs, job insecurity, need for
leading to job losses reskilling
. o Continuous tracking of employee Erosion of trust, stressful work
Surveillance and Monitoring . .
performance and behavior environment

Data Privacy and Security
Data privacy and security are paramount concerns in the integration of Al into HR practices. Al systems often
require extensive personal data to function effectively, raising significant issues regarding how this data is
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collected, stored, and utilized. Organizations must ensure that they adhere to strict data protection regulations, such
as GDPR or CCPA, to maintain trust and compliance. This includes implementing robust encryption methods,
secure data storage solutions, and rigorous access controls to prevent unauthorized access and data breaches.

One of the primary concerns is the potential misuse of personal data. Employees might fear that their personal
information could be used inappropriately or accessed by unauthorized parties. To mitigate these concerns,
organizations must be transparent about their data practices, clearly communicating how data is collected, used,
and protected. Regular audits and assessments can help ensure that data privacy measures are up-to-date and
effective. Moreover, anonymizing data can reduce privacy risks by removing personal identifiers, making it harder
for data to be traced back to individuals. However, even anonymized data can sometimes be re-identified, so
organizations need to stay vigilant and adopt the latest anonymization techniques.

Another aspect of data privacy and security is the ethical use of Al. Organizations must ensure that their Al systems
are designed and operated in ways that respect employee privacy. This includes setting clear boundaries on what
data can be collected and how it can be used, and ensuring that employees are aware of these boundaries. For
example, Al tools used for monitoring productivity should not infringe on personal privacy or create a sense of
constant surveillance.

Bias in AI Algorithms

Al systems are trained on historical data, which can contain inherent biases related to gender, race, age, and other
demographic factors. If not addressed, these biases can perpetuate and even amplify discriminatory practices
within the workplace. For example, an Al system trained on biased hiring data may favor candidates from certain
backgrounds while disadvantaging others, leading to unequal opportunities.

To illustrate, a well-known case involved an Al recruiting tool that showed a preference for male candidates over
female ones because it was trained on resumes submitted over the past decade, which predominantly came from
men. This bias was not immediately apparent but became evident when the tool consistently ranked male
candidates higher. Such outcomes highlight the need for vigilance and corrective measures in developing and
deploying Al systems.

Mitigating bias involves several strategies. One approach is to ensure that the training data is representative and
diverse, capturing a wide range of experiences and backgrounds. Additionally, regular audits of Al systems can
help identify and rectify biases. Organizations should also implement fairness constraints in their algorithms to
ensure that decisions do not disproportionately affect any particular group.

Transparency is crucial in addressing Al bias. Companies need to be open about how their Al systems work and
the data they use. This transparency allows for external scrutiny and helps build trust among employees and other
stakeholders. Engaging diverse teams in the development and oversight of Al systems can also provide different
perspectives and reduce the risk of biased outcomes.

Conclusion

From enhancing recruitment and hiring processes to personalizing employee onboarding and development, Al
offers unprecedented efficiencies and insights. However, these benefits come with significant challenges,
particularly concerning data privacy, security, and potential algorithmic biases. Addressing these issues requires
robust ethical frameworks and continuous vigilance to ensure Al applications promote fairness and transparency.
Through Al, recruitment processes have become more streamlined and objective, enabling HR professionals to
better match candidates with job requirements. Similarly, Al-driven onboarding programs create tailored
experiences for new hires, helping them acclimate more quickly and effectively to their roles. Personalized training
and development plans, powered by Al, ensure employees receive the most relevant and impactful learning
opportunities, enhancing their growth and satisfaction.

Al's role in performance management is also transformative, providing real-time feedback and data-driven insights
that support more effective and equitable evaluations. Additionally, Al can significantly enhance employee
engagement by identifying factors that influence satisfaction and retention, allowing for more targeted and
proactive HR interventions. However, the deployment of Al in HR is not without ethical concerns. The potential
for data breaches and the misuse of personal information necessitates stringent data protection measures.
Moreover, biases in Al algorithms must be vigilantly addressed to prevent perpetuating inequality. Transparent Al
systems, with clear and auditable decision-making processes, are essential to building trust and ensuring
accountability.
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