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Importance of Algorithm in Business Decision
Algorism is procedural or step by step process used as a yardstick in making decisions in day to day business activities. Computers are mostly used in algorithms as it is a complex process that involves collecting data, processing the data to information, establishing data patterns to make models that are then useful in decision making. Businesses and companies should, therefore, incorporate the algorithm in its operations as it creates a model from data, analyzing the data, which helps in understanding specific patterns and trends from the information used as the basis of the decision, (Kirkpatrick, 2016). The algorithm is, therefore, an essential tool in all the businesses, and all the organizations should consider investing in healthy software systems development that will aid in data collection, data analysis, and unbiased decisions.
Managers who use an algorithm as an aid in decision making develop procedures and models which help in identification of different processes, critical decision and even solve problems. In contrast, managers who don't use data make a decision based on their instincts and sometimes emotions. The algorithm helps in the examination of results and solutions, procedures, and processes in a more rational manner; this reduces biased as data is critical in informing the decision (Stroeva et al., 2019). This is very different from the managers who make decisions with the use of no information; they tend to be biased as they lack a yardstick for decision making. In the case of hiring and promotions, the algorithm ensures merit in the process of identification and shortlisting of the most suitable candidates. The candidates are provided an equal chance to prove their ability. The algorithm reduces the decision-making time as it breaks difficult tasks into a sequence of smaller and achievable steps.
On the other hand, managers who use data may not take time in making rational decisions, especially when the choices are parameters that are equally close or similar. In this excellent example is the network analyses of Mollys' and Ed's emails are used to differentiate the two and know who among them neither had nor networks in the organization. The results show that Ed is more connected to all employees not only from his department but also from staff from other departments in the organization while Molly was only in touch with employees within her working department (Metawa et al., 2017).
Using algorithms on customers is quite easy as customers are outsiders in the business hence may not be aware of the same. The company uses the frequency of the customers' purchases, the items purchased, which is relatively easy to get as the organization needs only to maintain the sales data and information (Chiba et al., 2019). Using an algorithm on the employees, on the other hand, requires the organization to retain personal data from the employees, the data is private and may be challenging for the organization to gather them. The business may require employees' consent and permission to access the information from them. To understand the networking between Molly and Ed, the HR department had to use their emails to get that information.
Companies should be more conscious when implementing and using this method internally. The organization should have sufficient data and information to differentiate between the employees so that to remove doubt among the internal users so that they can feel that the decision is not biased. According to Kirkpatrick (2016), the organization should also get consent from the employees when the information used is personal. It will reduce the bad feeling among the employees that the organization is using their personal information without permission from them hence intruding to their privacy. Having sufficient information that is similar ensures fairness and reduced biases.  
Algorithm invasion is where the people involved in making decisions avoid the use of algorithms even after seeing sense in it (Stroeva et al., 2019). They prevent it even after knowing that research has shown that algorithm-based decisions are more appropriate and objective and less biased. The decision-maker prefers human forecast as the basis of making decisions as they are more familiar with them, and it serves their interest. In case they realize that the algorithm is incorrect, they will avoid using it. As they have a good reason for not using it, from the case study, Christin is not happy with the revelation of the algorithm as it alters their way of thinking about the positions and the given candidates. Aliya, who is in favor of Molly to take over from her, is sighed and says that she would trust the algorithm more if she understands it well. In situation, where an involved in promoting and hiring employees, I would consider using data on employees appraisals so that I ensure fair playing ground, reduced bias, and qualification oriented proposal. The employee who is the best based on the algorithm will be hired and promoted.
Ed Yu, who from the BBI'S beauty section, is the best choice for Aliya Jonas’s brand manager of the beauty division group; he has rescued its "20-year-old fresh face make-up removal product line" this has resulted to sales increase by 60% in three year time. Ed has a 96% match for the job recommendation by the new Hrs’ analytic system, while Molly has an 83% match for the job from the same order. The human resource system aims to use data analysis in informing the promotion of employees, hiring staff, and even in the compensation of employees. From the beauty section, Ed Yu pioneered the division approach in the field of customer research, the research improved and boosted the new face sales. He is also aware of the importance of partnership with the anthropologist, an idea Aliyah’s team had talked about but was unimplemented.
 	The algorithm on network analysis from Molly's and Ed's email shows that Ed has more networks and much more contact with people in all departments. On the other hand, Molly is mostly in contact with people in her department only. All this indicates that Ed is the best person for the position as he is a team player and interacts with all people in the organization. He also communicates the organization's decisions as people trust him hence the judgment to contact him regularly.
The short team implication is that Molly may not take it in the positive that Ed gets the position. Still, in the long run, the organization will be more data-sensitive in the hiring and consideration of who is to be promoted. Stroeva et al. (2019) state that data analysis will result in a more competitive and well-motivated employees for they understand that their performance will be used during the appraisal and even in promotions and compensation. Alley should define what she wants to achieve with the position. If she wants to fill the vacant position immediately with a well explained and talented marketing director, who works with all her mind and might Molly is the best candidate. If Ed is considered, then the organization would lose the opportunity of having a well-dedicated marketing director. Aliyah, if she needs to fill the position with a highly networked individual who will increase the organizational collaborations and relationship, then Ed is the best fit for the job. That is, if Molly is chosen over Ed, the organization will lose on a well-networked manager who can foster the right collaborations. Aliyah should understand the basis of the algorithm well so that she able to make informed decisions; if not, she will end up making decisions without a reasonable assumption (Chiba et al., 2019).
Quality and diversity of hire Google supports the use of data in the promotion and hiring of its staff as using analytics ensure high quality and competitive team hence a better workforce. Algorithms have helped them understand and uncover the critical traits applied during the appraisal of employees and promotion. How far is too far 2018 from global human capital trends emphasizes the importance of the use of data analysis in the hiring, development, and compensation decision? 
Aliyah should be very clear in her mind what she wants the candidate to do for the organization as an algorithm may not bring all the characters and qualities of all candidates. If the success of the organization means a more vibrant marketer as the boss, then Molly is the best person for the position (Metawa et al., 2017). If Aliyah is keener on having a person in the vice president position who has more network and collaborations, then Ed is the best for that position. Aliyah should give all the candidates their scores and explanations for the promotion considerations; this will ensure openness in the whole process. 
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