7






Algorithm and Decision Making
Student’s Name
Institutional Affiliation
Course Code and Number
Instructor’s Name
Date












Algorithm and Decision Making
Difference in the Recommendations of Hiring Manger who is Using Algorithm and Who is not Using
Algorithmic, or the popularly known automated decision-making decision system, utilizes data and statistical analysis to classify individuals to assess their eligibility for certain benefits or penalties. The systems are also used in government services, the criminal justice system, and the probation system. Most of the data collected by the automated decision system rely on traditional statistical techniques for decision-making (Narayanan, Lavanchy, and Savani, 2018). Nonetheless, the system now incorporated machine learning to improve their accuracy and fairness. They eventually can find patterns in data without the use of analysts to know what factors to use. They can thus help discover new factors that help improve eligibility and accuracy predictions in the selection process and decisions based on them. 
A hiring manager utilizes human decision-making. Human decision-making is the careful evaluation of alternative options regarding the likelihood and value of the outcome. It can be influenced by experience, individual differences, including age and status, and belief in personal relevance. The automated decision system utilizes data analysis and uses rule-based explicit and hard-wired in decision making. In hiring, the automated decision-making system seeks candidates that are most likely to succeed. The dataset may provide the system with data of top-performing candidates in the company. It then uses correlating and patterns that contribute to the predictive power. Compared to a hiring manager, the use of an algorithm has proven to be more reliable, less costly, time-efficient, and yielding fair decisions.

Difference Between Using Algorithms On Customers and Using Them On Employees
Predictive algorithm aids companies in making inferences about what is likely to happen in the future. This benefits them in analyzing customers in a target market. For instance, by using a predictive algorithm, a company can see that customers who browse a wide variety of different products are less likely to purchase than those focused on a specific product. It is also possible to predict customers' purchasing behavior in a certain region by using an automated decision system. Algorithms can predict whether a customer is likely to change the purchase channel, for instance, from in-store to online. Therefore, a predictive algorithm helps determine customer's behaviors so that the company can have an edge.
Using algorithms on employees’ aids in kick-starting organizational performance. The system is crucial in improving efficiency and productivity. An algorithm can scan many employees in one hour compared to one recruiter—algorithms aids in the remote control. Workforces become more distributed. Hybrid and remote working becomes the norm for a company. Since managers may struggle to stay update with employees' performance and progress, algorithms for performance monitors the employee and thus an essential tool for successful remote management. Besides, algorithms can create insights into employees' progress and projects. They carefully analyze employee goals and needs and recommend training and development programs. Managers are given recommendations on how to improve employee wellbeing (Buck & Marrow, 2018).
Further, data processing by the automated system goes beyond human possibilities. They can be able to take into account all relevant data and exclude irrelevant factors. This will enable a company to know relevant information about staffing-based employees’ performances. According to Newman (2020), Combining algorithms with manager intuition can result in better staffing decisions.
Need for Companies to Be Cautious in Implementing the Methodologies Internally
Companies should be cautious in implementing algorithms when analyzing customers and employees due to their disparate impacts. There are dangers involved if the assessment could reveal disparities. The issue of privacy is also a major concern, and companies ought to be cautious when implementing the algorithm. There are claims that a company can predict consumers are pregnant before they know themselves. Thus, privacy concern is critical and should be considerably companies.
A Decision That Could Be Based On Data Analysis
Humans prefer to rely on human forecasts rather than algorithms due to overconfidence in their expertise and prefer to use their own judgment (Dietvorst and Bharti, 2020). However, an algorithm can be used to determine which websites are often visited by certain customers for marketing. The algorithm can tell the company what websites most customers in the target market often visit for the purpose of programmatic displaying ads in digital marketing. Programmatic ads will be displayed on the network's popular websites that are visited frequently. This will help the company in building product awareness faster and create immediate opportunities for sales.
Should Aliyah Jones Choose Molly or Ed?
Aliyah has a critical decision to make. She has Molly in front of her, who is the brand manager, and Ed an upcoming star from the company beauty division and has already made incredible sales in the past. Aliyah respects Molly's work and contribution to the company since she has worked as a brand manager on her team. Molly has been able to develop a new subscription service for the company's cleaning product and resulted in substantial growth. Both Aliyah and the marketing department like Molly. Additionally, Aliyah has mentored her and knows her weaknesses and strength. On the other hand, Ed is supported by Christine, a corporate VP of HR. Ed also has an incredible success story in the company. He has worked hard to manage old products and revive 20-year products and increase sales by 60 percent in the year. Finally, he has a 98 percent recommendation match for the profile.
Aliyah should choose Molly. If she does, she will be confident about her strength and weakness and will be able to mentor her appropriately. In the short term, she will need effective guidance, and in the long run, Molly will be able to work independently, solve problems, and value the company (Lee, 2017). If she chooses Ed, she won't have confidence and will not mentor him because he is not her close acquaintance. In the short run, they might misunderstand each other because there is no communal relationship (Yehya and Coombs, 2017). However, in the long term, Ed will improve business sales since he's an expert. Choosing Molly is that she has a good relationship with Aliyah, and her expectations are already known. The disadvantage of choosing her is that she is not fit for the position. On the other hand, the advantage of choosing Ed is that he is energetic and mastered the position. However, he could end up having conflicts with Aliyah later on.
Next Steps of Aliyah Jones
Aliyah should continue mentoring Molly in the first year of working. She should address her weakness and help her improve accordingly. She also should explain to her the role and responsibilities of the position she's has acquired. She should highlight the company's long-term objectives and goals and strategically advise Molly on the action plan needed. In terms of their relationship with her, she should ensure that the relationship continues in the long term to ensure the company's success. Finally, she should ask Molly to develop a good relationship with the R&D and Christine Jenkins, the corporate VP of HR. Aliya Jones should thank Ed for his contribution to the company and explain that Molly was a more suitable candidate for the position. She should inform him that the company is still growing and more positions will develop, and eventually, he will get his promotion. Further, he should inform him to respect Molly and have a good relationship since they are all working toward the same goals for the company.
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