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Introduction
By definition, algorithm refers to the procedures that are used to solve mathematical problems in a finite number of repetitive steps (Angrave et al., 2016). Using algorithms can be compared to using a small, virtual robot with the capability of applying the rules one human has at a phenomenal speed when carrying out tasks that normally take normal human beings too long to do (Agarwal et al., 2018). The robots are designed with machine learning dimensions especially the dimension of artificial intelligence. The machine learning dimensions enable the robot to perform tasks accurately and more efficiently. For example, in the job recruitment process that employs predictive analytics, the future performance of the employees is predicted using algorithms. There are various forms of algorithms that are used in the selection process. For example, the sourcing algorithms are configured to search the web for the candidates that are ideal for a particular given job. According to Zielinski,(2017) when a company uses the sourcing algorithms, the company lists the skills its looking for, and then analysis of all the online resumes of the applicants via LinkedIn is done using a software algorithm. It’s only the most compatible applicants that will be sent to the HR department. The next type of algorithm used in the selection process is filtering algorithms. The filtering algorithms act as initial filter by using a matching hypothesis to identify the most qualified profiles to the person in charge of the selection process. The most qualified person becomes employed.
How might the recommendations an algorithm makes differ from those of a hiring manager who is not using data analytics?
The managers that do not use data analytics rely on resumes and face to face interviews to find the right employees for their companies. However, relying on the face to face interviews and resumes alone will not enable such managers to predict the compatibility of the employees to the jobs they are applying. Normally, prospective employees can collude with the interviewers to have them selected even if they are not qualified for the job. This is different from using predictive analysis in the recruitment process where the compatibility of the employees is predicted using algorithms. Also, the managers that do not use data analytics in the recruitment process spent a lot of time and money to find the right employees for the job, unlike those managers that use data analytics techniques. According to Zielinski,(2017) traditionally, the managers spend months analyzing the resumes of the applicants which is a very long time because using data analytics techniques takes just seconds to analyze a pile of resumes. Also, existing evidence has shown that the average cost per hire is $4217 and it normally takes 42 days to fill a new position when employees are hired using a traditional approach (Agarwal et al., 2018). The managers will, therefore, be spending a lot of financial resources when hiring employees using a traditional approach. 
How might using algorithms to analyze customers differ from using them on employees?
In the recruitment of the employees, the algorithms are used to predict the compatibility of the prospective employees to the jobs they have applied. However, in marketing, the algorithms are used to predict the purchasing behavior of the customers so that a company can come up with the products that meet the needs of the customers in advance (Angrave et al., 2016). Through complex algorithms, the companies can access the history of the purchasing behaviors of their prospective customers and also the customer preferences without the customer's knowledge. With such information, the company will then be able to predict what is likely to happen in the future. Such companies will then come up with strategies that will enable them to design products that will respond to the needs of these customers based on their purchasing behavior. For example, after a person has visited a coffee shop more than seven times, a barista will find out that the person always orders a lattel with one sugar. Hence, the barista will use that data to predict that the same person will order the same thing tomorrow by making it ready in advance. 
Should companies be more cautious in implementing these methodologies internally?
Yes, companies should be very cautious when implementing the algorithm methodologies internally. Even though by nature, algorithms are immune to prejudice, stereotype, and thoughts, algorithms are still configured by humans. As a result, the human configuration can make the algorithms to be subject to prejudice and stereotype. For example, in 2014 Amazon company configured Al algorithm to sort out people applying for jobs in the company. However, one year later, the existing evidence showed that the algorithm was discriminatory because it approved the resumes of men only (Angrave et al., 2016). Therefore, when a company implements algorithm methodologies, it must be very cautious that such algorithms are free of bias and discrimination which can lead to ethical issues in the organization. 
Describe a situation where you would base a decision on data analysis.
Diversifying a business is one of the main situations that call for data analysis decisions. Diversifying a business is one of the difficult decisions that managers are presented with because of the consequences that will follow the process. However, through data analysis, managers can make informed decisions before diversifying a business. To make a driven data decision, the manager will first look at the business goals and decide which goals need to be improved. For example, the goal that needs to be improved through diversification in this situation is marketing. After the goal to be improved is identified, the next step is presenting relevant data. The managers can access relevant data about diversifying a business through website analytics and social learning tools. After the presentation and analysis of the relevant data, the manager will then conclude whether diversifying a business will help the business gain a competitive advantage. If the conclusion made from the analysis of data shows a positive result, the manager will decide to diversify the business by coming up with effective strategies.
Should Aliyah Jones choose Molly or Ed? Analyze each alternative solution.
After reading the case study, I believe that Aliyah should choose Molly over Ed. Molly has worked for Aliya company before which means she is already conversant with the practices and procedures in the company (Plzer, 2018). By hiring Molly, Aliya company will not spend more resources onboarding and training her on the culture of the company. Therefore, hiring Molly is advantageous because it will save the Aliyah company a lot of resources and time that they would need in hiring new employees. However, the data analysis process in the case study showed that Molly does not have networking connections. Therefore, hiring Molly is disadvantageous because her limited network will not enable Aliyah to get more investors in the company. On the other hand, Ed has a large network and connections. Therefore, hiring Ed is advantageous because Ed will use his network to bring more investors to the company. However, we are living in a male-dominated society as shown in the case study (Plzer, 2018). As a result, hiring Ed would be disadvantageous because it will mean that Aliya is preferring male over women in its recruitment process.
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