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Abstract: The rapid advancements and integration of Artificial intelligence (AI) its impact across industries has 

extended to Human Resource Management (HRM) redefining workforce management. The potential applications of 

artificial intelligence (AI) in human resource management (HRM) are all explored in this paper. AI-driven tools and 

techniques optimize the recruitment, performance management and employee engagement. The AI promises to enhance 

decision-making efficiency and accuracy as conventional HRM practices are time consuming and biased. The paper 

studies the role of AI as an important to carry out the various functions of human resource practices, where AI can 

handle recruitment, hiring, performance appraisal, allocating the Jobs, reducing workload at workplace and increasing 

workplace efficiency. The new applications for AI in HRM, sentiment analysis, predictive analytics, intelligent 

decision support and personalized employee experiences are reviewed. The integration of AI into HRM poses a number 

of difficulties like bias, privacy issues, and transparency which are some of the attributes having ethical and legal 

ramifications of using AI in decision-making processes that are pointed in this study. 

 

To effectively deal with this change, strategies including work role redefinition, employee skill development and 

having a collaborative atmosphere between humans and AI are suggested. The possible advantages and breakthroughs 

that AI might bring to HRM practices are highlighted as the future perspectives of AI in HRM are examined. AI 

furnishes from selected studies, revealing adoption rates, prevalent techniques, and sector specific implementations and 

also gives brief understanding of the future goal of artificial intelligence.  
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I.     INTRODUCTION 

 

Integrating Human Resource Management (HRM) practices with artificial intelligence (AI) technologies is reshaping 

how organizations are managing their human resources. Traditional HR tasks like recruitment, candidate screening, 

resume parsing, and performance evaluation, can now be automated through AI-driven tools, leading to increased 

efficiency and accuracy. By automating routine activities, improving decision-making and offering insightful data, 

Artificial Intelligence – a field of computer science that allows computers to execute tasks that traditionally need 

human intellect, has the potential to completely transform HRM practices. 

AI technology improves the efficiency and accuracy of HR processes, enabling HR professionals to focus more on 

strategic initiatives rather than repetitive administrative tasks. For example, AI algorithms can speed up the recruitment 

process by screening candidates based on predetermined criteria, which not only reduces the time required for the 

recruitment process, but also sustains the quality in selection (Alsaif & Aksoy, 2023; Sabil, 2023). Most of the 

companies have been adopting modern technology in various HR process like recruitment process, performance 

appraisal process, cloud-based HR systems (Jain, 2018). 

We are living in an era in which AI capabilities are achieving new heights and have a major impact on how we operate 

our business. AI is defined as the ability of such things as machines to learn, interpret and understand on their own in a 

similar way to that of humans. Artificial intelligence (AI) refers to “the simulation of human intelligence in machines 

that are programmed to think like humans and mimic their actions”. 

HRM has different processes such as training the employees, recruitment, employee relations and the development of 

the organization (Wall & Wood, 2005). 

 

II.     AI ADOPTION IN HRM 

 

Effective utilisation of manpower for attainment of organisational goals are possible by using AI powered tools and 

systems to improve decision-making and expedite HR operations. Recruitment, employee engagement, performance 

management, and learning and development are just a few of the HR operations that use AI. To quickly find the best 
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applicants, AI systems may review resumes, evaluate individuals' abilities, and even conduct video interviews. By 

offering humanized experiences, Artificial intelligence-powered chatbots and virtual assistants may converse with staff 

members, respond to their questions, and provide pertinent advice and assistance.  

 

III.    AI IN HRM PRACTICES 

 

The digital revolution touched the HRM practices and using various methods to simplify the process by using big data 

analysis, artificial intelligence, and cloud computing (Amla & Malhotra, 2017). The AI will facilitate the organizations 

to achieve their desired objectives in limited time. The organizations require skilled professionals to make the machines 

to perform the task as per the requirement. AI will assist the employees to manage their work effectively leads to less 

dependence on employees in the organizations.  

 

i. Recruitment and Selection: Integrating AI in recruitment processes streamlines the traditional methods 

with cutting-edge technology. AI-powered candidate screening automates the initial candidate assessment, 

efficiently shortlisting applicants suitable for job requisites. AI enhances efficiency and also prioritizes 

candidate’s experience. AI-driven chatbots cater to real-time candidate queries, providing seamless and 

interactive engagement. Predictive analytics uses data driven insights to assess candidate performance, 

identifying the best-fit candidates through algorithmic analysis of historical data.   

ii. Training: AI-driven onboarding begins with tailored experiences that cater to individual employee needs. 

Customized training recommendations along with AI algorithms, analyzing employee profiles and past 

experiences to deliver training modules that reflects with their skillset and learning pace. This immersive 

approach in lifelike scenarios, enabling hands-on training even before they step into their roles expedites 

learning and cultivates a deeper understanding of job responsibilities. Predictive analytics assist in 

identifying potential skill gaps and offering targeted training interventions. This empowers employees to 

upskill and adapts to evolving job demands. Moreover, AI-supported training improves knowledge 

accumulation through adaptive learning techniques, changing the training content based on the employee's 

progress and grasping level. 

iii. Performance Management: AI algorithms analyze various data sources, including project out-comes 

and peer interactions, to generate comprehensive performance profiles. Again with predictive analytics 

revolutionize performance evaluation by forecasting future trends based on historical data patterns. This 

analysis expects the potential performance hindrances and help HR staff proactively prepare 

interventions. This data-driven approach ensures goal alignment and enhances overall organizational 

performance. 

iv. Employees Retention: The adoption of AI in HRM for employee engagement and retention strategies 

marks a shift in nurturing a committed and motivated workforce. This data-driven approach empowers 

organizations to make informed interventions that enhance workplace culture and address potential issues 

proactively. AI helps in predicting employee turnover and improving retention strategies. Through 

predictive analytics, AI algorithms identify patterns indicative of potential attrition. With these insights, 

HR teams can design targeted retention initiatives, such as mentorship programs or skill enhancement 

work-shops, to mitigate turnover risks. The result is a proactive approach to employee retention based on 

data-derived foresight. 

 

IV.      IMPACT OF AI IN HRM ON SECTORS 

 

The impact of AI technology in human resource management (HRM) in increasing employee engagement across 

different sectors shown has positive impact on employee engagement, although the degree of influence varies 

significantly across different industry sectors. In the technology sector, AI tools like sentiment analysis platforms are 

becoming important resources for understanding employee needs and preferences. For example, sentiment analysis can 

reveal the underlying feelings of employees, allowing organizations to address issues proactively and create a more 

supportive work environment (Sekar, 2023; Gaye et al., 2021; Fitri, 2023). In manufacturing sector, AI applications are 

more focused on automating HRM processes, such as shift scheduling and performance appraisal. While these 

automation efforts increase efficiency, their direct impact on employee engagement may not be as great as in industries 

that place a greater emphasis on human interaction. Studies shows that the manufacturing sector often prioritizes 

operational efficiency through AI, but tends to neglect the deeper aspects of employee engagement.  

 

The employee engagement is easier to fulfil in sectors such as health and services (NAGI et al., 2023; Tucker, 2020). In 

health and services sectors, AI is used to individual centric training and development activities, significantly increasing 

https://iarjset.com/


IARJSET 

International Advanced Research Journal in Science, Engineering and Technology 

Impact Factor 8.311Peer-reviewed & Refereed journalVol. 12, Issue 12, December 2025 

DOI:  10.17148/IARJSET.2025.121225 

© IARJSET                  This work is licensed under a Creative Commons Attribution 4.0 International License                  185 

ISSN (O) 2393-8021, ISSN (P) 2394-1588 

 

employee engagement through personalised learning experiences (Harlianto & Rudi, 2023; Joshi et al., 2023). The 

personalized approach not only increases employee satisfaction but also contributes to organizational performance by 

ensuring that employees feel valued and supported in their professional development (Cahyani & Siswanto, 2019). 

Finally, although AI has the potential to improve employee engagement across a wide range of industry sectors, the 

specific applications and outcomes differ greatly. 

 

The Studies show that the integration of artificial intelligence (AI) in human resource management (HRM) has been 

proven to significantly increase employee productivity in various sectors, although the differences present in its 

implementation and impact. In the technology sector, AI is playing a role in automating HRM tasks to focus on more 

strategic employee development initiatives. It not only simplifies operations, but also creates an environment that 

supports employee growth, which ultimately increases productivity (Nurlia, 2023; Alsaif & Aksoy, 2023; Pandey, 

2023). AI's ability to handle routine tasks effectively frees up valuable time for management, enabling the creation of a 

more engaged and productive workforce (Rožman et al., 2023; Still, 2023). 

 

In the manufacturing sector, AI contributes to increased productivity primarily through automated scheduling and 

performance monitoring systems. It facilitates more efficient resource allocation and operational monitoring, which is 

especially important in high-volume production environments (Rožman et al., 2023; Szajna & Kostrzewski, 2022). The 

application of AI-based tools enables real-time data analysis and performance monitoring, which can improve 

production capacity and quality (Rožman et al., 2023; Hui, 2023). AI can also optimize logistics and reduce operational 

costs, further supporting increased productivity in the manufacturing sector (Rožman et al., 2023; Chen, 2022). 

 

In the service sector a greater impact from AI on the quality of interactions between employees and customers are 

present. By reducing the administrative burden on employees, AI allows them to concentrate more on providing 

superior service quality, thereby driving productivity through better customer experiences (Malik et al., 2022; Zafar, 

2023).  

 

The studies suggest that while AI improves operational efficiency across sectors, its impact on employee productivity is 

multifaceted and depends on the unique structural and operational demands of each industry. Organizations need to 

adopt AI technologies with a deep understanding of their specific context so that the benefits of AI in HRM can be 

maximized (Malik et al., 2021; Mantello et al., 2021; Arslan et al., 2021). 

 

V.    FACTORS INFLUENCING INTEGRATION OF AI AND HRM 

 

The study suggests that relative factors influencing AI and automation in HRM are organizational culture and readiness, 

regulatory and ethical considerations and workforce capabilities as well as trust in robots and AI, due to individual 

differences and technological competence (Bendak et al., 2020).  

a. Management and Readiness: The study highlights that organizational culture and readiness are key factors in 

determining the success or failure of implementing AI and automation in HRD (Brynjolfsson et al., 2021). 

Organizations that prioritize innovation, agility, and continuous learning are more inclined to adopt AI-driven 

tools and processes. The organisations already established the required infrastructure and workforce with a 

higher level of digital maturity and experience with technology adoption may be better positioned to exploit 

on the benefits of AI and automation in HRM (Stone et al., 2015).  

b. Regulatory and Ethical issues: Implementing AI and automation in HRD can raise various regulatory and 

ethical concerns, such as data privacy, algorithmic bias, and transparency (Rodgers et al., 2023). The use of AI 

and automation in HRD practices can unintentionally uphold biases and discrimination, especially when the 

algorithms are trained using historical data that already contains such biases (Broady et al., 2023). The use of 

AI and automation in HRM decisions may raise concerns related to transparency and accountability (Broady et 

al., 2023).  

It is imperative for organizations to navigate these issues diligently and guarantee compliance with pertinent 

laws and regulations. To achieve this, it is crucial to implement and strictly follow strong data protection 

measures that comply with the appropriate data privacy regulations, including the General Data Protection 

Regulation (GDPR) (Panda et al., 2023; Rodgers et al., 2023). In order to have trust and gain acceptance from 

employees, it is crucial to provide clear and justifiable explanations for AI-driven decisions which leads to 

promoting transparency and fairness (Thite, 2022). Organizations should establish clear communication 

channels to inform employees about the use of AI and automation in HRD processes. HRM professionals must 

also remain updated on the evolving regulatory issues and ethical debates surrounding AI usage (Rodgers et 

al., 2023). 
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c. Technology and Workforce competence: The successful adoption of AI and automation in HRD depends on 

the availability of skilled personnel who can manage, develop, and maintain these technologies (Brynjolfsson 

et al., 2021; Torraco & Lundgren, 2020). This is essential for the employees to improvise in an ever evolving 

environment. Organizations must invest in upskilling and reskilling their employees and HRD professionals to 

develop competencies surrounding AI usage (Bennett & McWhorter, 2022). These skills are becoming 

increasingly vital in the era of AI and automation, making them an essential focus for companies aiming to 

thrive in this changing landscape (Venkataramani & Kothandaraman, 2020). 

 

VI.    CHALLENGES OF IMPLEMENTING AI IN HRM 

 

The organizations are now moving towards fast changing technologies and organization might choose the right path for 

making themselves more competitive and sustainable. The proper implementation of AI is necessary to make 

organizations more effective and efficient. The challenges organizations facing while adopting AI system are;  

 

i. Organizations tend to underestimate the competencies of human resources while using AI and exaggerate the 

importance of AI. Humans are really good at the less routine, more complex, most collaborative and most 

creative work and are much better than computers at this stuff (Sen, 2018)   

ii. The results of AI were not compatible with manager’s decisions sometimes or managers need some 

modification or manipulation in desired data. So they may ignore or underestimate the results of AI and found 

solutions as per their requirement. This could happen where managers ignore the recommendation of the AI 

recruitment system and use their intuition instead, despite the evidence that AI is a better predictor of 

candidate’s success than humans (Agrawal, 2018). 

iii. Getting right candidates to handle AI required proper training and knowledge which is a challenge for the 

organizations.  

iv. Human-machine interaction is one of the challenges for AI. As most of the HR functions are performed by 

machines but they do not have emotional aspect. Empathy & understanding are the main essences of HR but 

these are not associated with the machines. So, machines might not take the appropriate decisions where 

emotional intelligent required.    

v. HR data is confidential and must be accessed by the authorized persons only but still there will a chance of 

hacking the information.   

 

VII.     OPPORTUNITIES AND FUTURE OF AI IN HRM 

  

Future applications of AI in HRM show considerable potential.  The AI's advantages while resolving its difficulties are 

follows; 

 

1. Fostering a culture of cooperation between people and AI technologies in HRM should be a priority for 

businesses. This enhances the abilities of HR professionals to work proficiently with AI technology, 

highlighting the value of human judgment in decision-making processes, and supporting an HRM practice that 

is human-centric.   

2. Continued Development and Research: For AI algorithms to be improved, accuracy must be increased, bias 

must be reduced, and usage must be ethical.  

3. Ethical Rules and laws: Stakeholders, such as HR specialists, researchers, politicians, and business leaders, 

should work together to create ethical rules and laws that are especially suited to the use of AI in HRM. The 

responsibility, privacy, Fairness, transparency and the appropriate use of AI technology must be covered by 

these aspects. 

 

The potential obstacles to the adoption of AI and automation in HRM process have not been fully explored yet. These 

hurdles include resistance to change, skill gaps, and limited resources. Identifying and understanding these barriers can 

help organizations develop targeted strategies to overcome challenges and maximize AI and automation benefits in 

their HRD practices. Future research can make valuable contributions by filling these gaps in the study, which will 

yield a deeper and more comprehensive understanding of the intricate relationship between AI, automation, and HRD. 

 

VIII.    CONCLUSION 

 

The study reviews AI’s diverse applications in HRM practices, noting potential benefits like enhanced performance and 

employee satisfaction, while acknowledging risks like job losses and ethical dilemmas. Recognizing the growing 

influence of AI on the workforce, the insights from the study serve as a foundation for future research, aiming to 
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deepen the grasp on the interplay between technology, work, and human development. The integration of AI into HRM 

practices has introduced a transformative shift, evident through prevalent AI tools discussed in this paper. These tools 

span algorithmic candidate shortlisting, ethical decision-making frameworks, and comprehensive AI capability models 

to enhance HRM efficiency and effectiveness. As the HRM landscape evolves through AI integration, organizations 

must balance these challenges and opportunities, harnessing AI's potential to reshape HRM practices for greater 

efficiency, ethics, and effectiveness.   
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