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The proper use of Artificial Intelligence (AI) can help global HR to arrive at key day-to-day decisions in the workplace; finding, hiring, engaging, and developing employees. Indeed, a faulty AI, or one used without the proper safeguards, could lead to negative consequences in human resource management (Jia, Guo, Li & Chen, 2018). First and foremost, to realize benefits, global HR should identify HR processes that could capitalize on a combination of human intelligence and machines. For instance, HR should deploy AI programs that augment coaching to accelerate time-to-productivity for new hires in a specific role. Additionally, global HR can properly use AI to realize gains, predominantly by creating new roles that facilitate the adoption of AI. Such a strategy will possibly lead to new or expanded human resources roles such as trainers, explainers and sustainers. For instance, global HR as trainers they will teach cognitive technologies about capabilities; the explainers will elucidate the procedure and outcomes; while the sustainers will ascertain that the organizational systems are performing well from an HR viewpoint (Hogg, 2019).
Consequently, there are various methods global HR can use to determine the appropriate use of AI. First of all, the success of AI in global HRM is measured based on how HR departments who embrace both AI and the human element of HR can attract and retain employees; recruitment and onboarding. Regarding recruitment, proper use of AI is determined based on how it can shorten the talent acquisition process. In onboarding, AI is determined based on how it can provide tailored onboarding experience based on people's profiles, which makes it easier for new talents to get accustomed to the organization environment (Strohmeier & Piazza, 2015).
Subsequently, global companies can protect their employees’ patriated to other countries from abuses by other cultures and laws and conform to those laws and attitudes by using various HR measures. The key measure to solving this problem is through the conceptualization of expatriates' roles in the host country's social system and involving the patriate in the HR processes. This measure involves comprehensive preparation activities, such as briefing, cross-cultural training, language
training, legal briefing and pitfalls and family orientation (McNulty, Vance & Fisher, 2017).
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