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Abstract 

Organizations are continuously being pushed to modernize and innovate to keep up with the rapid changes 

in social media and information technology. Consequently, the use of AI is becoming more widespread in 

the business world. This integration of AI brings people and technology closer, with a focus on using AI 

to improve productivity, user experience, and overall efficiency. HR professionals are increasingly tasked 

with finding the best balance between manual and automated tasks to create a more user-friendly 

workplace. 

As companies adopt AI at different speeds, professionals must be informed about these technological 

shifts. AI-powered HR technology can offer significant benefits for a business, both in the short and long 

term. This text provides an overview of AI's role in human resource management (HRM) in the digital 

age. It also explores the practical application of AI-based software in HRM, as well as the opportunities 

and challenges that come with using AI in today's digital landscape. 
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Introduction 

Human resource management (HRM) is the strategic and coherent approach to the effective and 

efficient management of people in a company or organization, in such that they help their business gain a 

competitive advantage. It is designed to maximize employee performance to provide a competitive 

advantage to the enterprise. It includes the practice of recruiting, hiring, deploying, and managing an 

organization's employees. 

AI refers to a broad range of technologies that allow computers to perform tasks that would conventionally 

require human cognition and decision-making (Tambe et al., 2019). AI-driven automation automates 

monotonous operations, lowers operating costs, and frees up human resources for more intricate and 

imaginative projects. Its unparalleled speed at which it can analyze large information enables the discovery 

of minute patterns and insights that people would miss, resulting in better strategic choices and more 

individualized customer experiences. 

From earlier inventions like the computer and the internet, HRM has found a way to navigate these 

advancements to electronically increase productivity, cost-effectiveness, and market competition (Hmoud 

and Várallyai, 2020). Thus managers must balance the competing demands of achieving organizational 

productivity goals alongside improving employee-centric outcomes(Malik,A et al 2023). To balance these 

competing demands, increasingly, managers/leaders must strategize HR design with the aid of artificial 

intelligence (AI) (Budhwar, Malik, De Silva, & Thevisuthan, 2022; Dwivedi et al., 2022; Malik, Nguyen, 

& Budhwar, 2022). The prevalence of algorithmic management exemplifies this trend. The use of bots 
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and intelligent digital assistants as co-workers in a firm's HRM strategy for delivering organizational-level 

and employee-level outcomes has been highlighted in recent studies (Duggan, Sherman, Carbery, & 

McDonnell, 2020; Malik, Budhwar, Mohan, & Srikanth, 2022; Malik, De Sliva, Budhwar, & Srikanth, 

2021; Meijerink, Boons, Keegan, & Marler, 2021). 

This literature review will explore the dynamic evolution of Human Resource Management (HRM), 

tracing its trajectory from rudimentary administrative functions to its contemporary role as a strategic 

organizational pillar. We will examine how historical imperatives, such as industrialization and shifting 

labor dynamics, shaped HRM practices, ultimately leading to its current emphasis on people-centric 

strategies for competitive advantage. Subsequently, the review will detail the significant emergence of 

Artificial Intelligence (AI) across diverse business operations, outlining its foundational principles and 

widespread integration. 

Crucially, we will then focus on the current scholarly discourse surrounding AI's integration into HRM. 

This section will highlight the tangible benefits of AI in automating the recruitment process, specifically 

analyzing the efficiency gains from AI-powered resume screening, which rapidly filters and ranks 

candidates based on predefined criteria, and the transformative impact of chatbots for initial candidate 

interactions and interview scheduling. Beyond automation, the review will delve into AI's advanced 

capabilities in identifying patterns for predictive analytics within HR. This encompasses leveraging data 

to forecast employee turnover, predict future skill demands, and optimize workforce planning, enabling 

proactive rather than reactive HR strategies. Furthermore, we will explore how AI facilitates personalized 

training modules through intelligent learning platforms, tailoring educational content to individual 

employee needs and learning styles. Finally, the review will assess AI's role in providing real-time 

performance tracking and personalized feedback, moving beyond traditional, sporadic evaluations to 

foster continuous employee development and enhance overall organizational productivity. 

 

Findings of Literature Review 

Obedgiu, V. (2017) examined how human resource management emerged from the human relations 

movement of the early 20th century, a period when researchers began to demonstrate how strategically 

managing the workforce could create business value. Initially, the function was largely focused on 

transactional tasks like payroll and benefits administration. However, due to the influence of globalization, 

company consolidation, technological advancements, and ongoing research, human resource management 

has evolved to concentrate on strategic initiatives. These now include critical areas such as mergers and 

acquisitions, talent management, succession planning, industrial and labor relations, and diversity and 

inclusion, reflecting a significant shift in its scope and importance within organizations. 

Cvenkeoriginated examined the history of Human Resource Management (HRM) originates in the 18th 

century. Initially, welfare-oriented businesses focused on their employees' health and education, seeing 

it as their responsibility. This contrasted sharply with Scientific Management, which disregarded the 

importance of teamwork and worker consultation. However, Elton Mayo's 'Human Relations 

Movement' shifted the focus to the psychological aspects of management, recognizing their crucial role 

in influencing workplace performance. This evolution, driven by external pressures like increasing market 

competition, led to the emergence of modern HRM. This progression sets the stage for understanding 

various HRM concepts, including the Human Potential Movement, employee well-being, diverse HRM 

literature streams, and high-commitment HRM practices designed to foster high-performing 

organizations. 

http://www.ijfmr.com/
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Chowdhuri,H,R(2024) investigated on the integration of Artificial Intelligence (AI), Machine Learning 

(ML), and Blockchain is revolutionizing contemporary business. AI and ML are driving efficiency 

through data-driven decision-making, process automation, and personalized customer experiences, 

while Blockchain ensures transparency and security in transactions, fostering trust. This potent 

combination is disrupting established business models and hinting at future trends and challenges. To 

navigate this transformative environment, it's crucial to address ethical considerations, security 

concerns, and regulatory landscapes. Ultimately, businesses that adopt these innovations will gain a 

competitive edge, optimize resource allocation, and elal.te customer satisfaction in a dynamic 

marketplace. 

William P et all (2023) vital role of Machine Learning (ML) in modern corporate management, mainly 

in bettering decision-making through supervised and unsupervised learning. It projects deep learning 

as the catalyst for future Artificial Intelligence (AI) advancements. Data from India Merchant Bank's 

2022 performance, showing user bases of 114 million and 91.2643 million across two platforms and 

significant increases of 53% in personal savings and 61% in personal loans, suggests a strong link 

between AI implementation and enhanced consumer satisfaction and trust. The study will examine five 

core AI technologies: robotics, computer vision, autonomous cars, and machine learning. It also points 

out that in 2016, major IT companies invested nearly $20 billion in AI Migration Rate, with a substantial 

90% directed towards research and development rather than acquisitions, underscoring an intense focus 

on innovation and growth in AI-driven business management through various funding mechanisms. 

Qin,C (2023)examined the need for organisations to adopt a quantitative approach to talent decisions, 

driven by the revolutionary advancements of Big Data and Artificial Intelligence (AI) in human resource 

management. The abundance of talent and management data now allows leaders to understand 

organizational behaviors and derive actionable insights from a data science perspective, enabling real-time 

decision-making and effective talent management. Over the past decade, talent analytics has emerged as 

a significant area in applied data science for HRM, attracting considerable interest and research within the 

AI community. This survey provides a comprehensive overview of AI technologies used in talent 

analytics, starting with foundational knowledge and data categorization. It then offers a detailed taxonomy 

of research efforts, organized by three application scenarios: talent management, organization 

management, and labor market analysis. Finally, the survey concludes by outlining current challenges 

and future research opportunities in AI-driven talent analytics. 

This article by Gryncewicz,W (2023) examines how Artificial Intelligence (AI) algorithms are being 

applied in Human Resources Management (HRM) systems, specifically looking at their use in 

candidate selection, career progression, and predicting when employees might leave. Through 

various case studies, it highlights the benefits of AI in HRM, such as boosting employee engagement and 

satisfaction, making recruitment more efficient, aiding in decision-making, and improving employee 

retention. The research also points out that easily understandable algorithms, like decision trees, are 

commonly found in HRM solutions. A key takeaway is that AI should be seen as a supportive tool for 

human judgment in HRM, not a replacement. Both the article and its review underscore the increasing 

trend of AI integration in HRM and the need for more research to fully understand its impact on HR 

practices and their results. 
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Application of AI in HRM 

4.1 Recruitment and Selection 

Resume Screening 

The modernization of Human Resource Management (HRM) has been significantly shaped by digitization, 

which has streamlined historically manual processes. The foundational technologies of the computer and 

the internet have enabled HRM to leverage these advancements, resulting in notable gains in productivity, 

cost-effectiveness, and market competitiveness (Hmoud & Várallyai, 2020). Human resources define 

the productivity capacity of the organization with the infinite limits. Thus, it influences the organization’s 

lifespan, its shape, and its health. In fact, the mental resource R., capital of the organization, is measured 

by its human resource.(Kumar,R 2012) 

Furthermore, the pressure of reducing discrimination within the recruiting process and employee 

compensation/benefits is imperative to maintaining a notable reputation within the industry (Rathi, 2018). 

These modern challenges have created a demand signal to bolster these technological capabilities to 

streamline hiring decision-making processes when acquiring new talent to grow the company. 

Initially, the resume and job description are collected and preprocessed. Then, the contextual nuance is 

captured using the Exponential Soft Minimum Cosine Spanning Tree (ESM-CST) Macrequirementsng 

(Mthe L) technique. Next, the similarity between the job requirement and resume is analyzed. Meanwhile, 

the preprocessed data is grouped using the Co-occurrent Frequency Latent Dirichlet Dependency 

Allocation (CFLDDA) technique. Then, the relevant information is embedded using the Nish Bidirectional 

Encoder Representations from Transformers (Nish-BERT) Artificial Intelligence (AI) model. Then, the 

features are extracted from hierarchical and clustered output. Finally, the features, embedded output, and 

similarity score are given to the Gated Attention on Attention Recurrent Unit (GAARU) deep learning 

classifier to find a suitable resume. Then, the resume and classified details are secured using Advanced 

Fractional Order Chaotic Encryption Standard (AFOCES) and stored in the Ethereum blockchain. Thus, 

the resume screening is done with an accuracy of 97.58%, showing better performance in 

HRM.(Sareddy,R,M 2025) 

Use of Chatbots In Industrial Operations 

Chatbots are software applications designed to simulate human conversation, ideally to the point where 

the user cannot distinguish between a human and the bot. These interactions can be text-based, or they can 

involve converting speech to text and vice versa. As an AI program, a chatbot's primary function is to 

engage in human-like dialogue to provide information or complete specific tasks. 

Although chatbots have existed for a while, their widespread adoption by consumers and businesses is a 

recent development. This renewed interest is largely due to significant progress in artificial intelligence 

and machine learning, along with the increased popularity of messaging applications. Consequently, 

chatbots are now being utilized across a diverse range of industries for various applications.( Rahmani,D 

and Kamberaj,H 2021). 

Chatbots have emerged as a significant tool in the recruitment process, particularly in the initial screening 

phase. They can interpret resumes and engage with candidates directly through various platforms, such as 

instant messaging applications like Facebook Messenger or SMS. This interaction allows chatbots to 

gather preliminary information about an applicant's experience, answer common questions, and collect 

data for later review by a human recruiter. 

The traditional method of screening applicants, which often involves a series of time-consuming pre-

screening phone calls, is a lengthy and labor-intensive process. Chatbots offer an efficient solution to this 

http://www.ijfmr.com/
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challenge by automating this phase of evaluation. By deploying a series of short, pre-defined questions 

via text message to each applicant, chatbots can quickly filter suitable candidates from those who are not 

a good fit for the role. This method significantly reduces the time required for initial screening, as recruiters 

can send out numerous text messages and receive responses within minutes, a stark contrast to the days or 

even weeks it can take to complete the same task through phone calls and emails. This streamlined 

approach allows human recruiters to focus on more complex tasks, such as conducting,g in-depth 

interviews and making final selection decisions. (Nawaz,N and Gomes,M,A 2019) 

4.2 Performance Management and Evaluation 

The application of Artificial Intelligence (AI) is fundamentally reshaping the landscape of performance 

management. Moving beyond the limitations of traditional annual or semi-annual performance reviews, 

AI-driven solutions are enabling a more dynamic and continuous approach to employee development. 

Traditional reviews are often criticized for their infrequency, which can lead to a disconnect between an 

employee's daily work and the feedback they receive. They also tend to be backward-looking, focusing on 

past performance rather than providing actionable insights for future growth. 

In contrast, AI-powered systems leverage real-time data analytics to provide employees with 

personalized coaching and immediate insights. These sophisticated algorithms continuously analyze an 

employee's contributions across various tasks, projects, and interactions, providing a comprehensive and 

up-to-the-minute view of their performance. By doing so, AI can identify specific strengths that should be 

leveraged, pinpoint areas that require improvement, and recognize opportunities for skill development. 

This capability allows employees to receive targeted, timely feedback, enabling them to make immediate 

adjustments and consequently to achieve better outcomes. Ultimately, this shift from periodic, 

retrospective reviews to a system of continuous, forward-looking feedback is empowering employees to 

take greater ownership of their professional growth and driving a culture of ongoing improvement within 

organizations. (Marr B. , 2018) 

Employees are able to receive prompt and actionable feedback on their work, rather than waiting for 

infrequent performance reviews. By providing real-time access to performance data and comments, 

organizations can cultivate open communication, trust, and collaboration between employees and 

management. Moreover, AI-powered systems can track progress toward performance goals and targets, 

keeping both management and staff engaged in achieving their objectives. Ultimately, AI's continuous 

performance feedback represents a transformative approach to performance management, helping 

organizations enhance employee engagement, productivi ty, and success in today's highly competitive 

business environment. (Sahadevan S, 2025) 

4.3 Training and development 

AI can also have a significant impact on performance management [23]. AI algorithms analyze employee 

performance data to identify areas where improvements can be made. AI can help measure employee 

productivity in real-time. AI-powered systems can analyze employee data, such as time spent on tasks and 

the completion rate of assignments, to provide real-time feedback on employee productivity. This 

information can be used to improve employee performance and identify areas for improvement, and 

develop personalized performance improvement plans for individual employees, which can improve 

overall performance and productivity [38]. AI can help measure employee productivity in a more objective 

manner. Traditional methods of measuring employee productivity, such as subjective evaluations, can be 

biased and unreliable [39]. AI-powered systems can provide more objective measurements of employee 

productivity, using data and analytics to make informed decisions [40] (Murugesan et.al, 2023). 

http://www.ijfmr.com/
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Employees in such organizations are encouraged to participate in AI-supported training programs, which 

can lead to improved skills, enhanced knowledge, and increased job performance. Furthermore, Bilro et 

al. (Citation2023) demonstrated that an inclusive organizational culture that fosters collaboration and open 

communication positively influences employees’ willingness to engage with AI technologies for training, 

leading to higher adoption and skill development. Tharkude (Citation2023) summarize that an innovative 

and risk-taking organizational culture is conducive to experimenting with AI-powered training solutions. 

Organizations that encourage experimentation and view failures as opportunities for learning are more 

likely to invest in AI-supported training initiatives and leverage advanced technologies to enhance the 

learning experience (Yu et al., Citation2023; Tharkude, Citation2023) 

4.4 Employee Engagement and Retention 

Employee retention refers to the ability of an organization to retain its employeskyrocketingong term 

(Paigu e.S ethe t.al, 2022). With attrition rates sky rocketing at more than 10% in top 3 industries and 

increasing alarmingly every year, it has become crucial for organisations to work towards retaining t, their 

employees by keeping them engaged and looking after their needs, along with keeping the organizational 

goal in mind. Career growth and work-life balance, or lack of them, such as benefits and incentives, well-

being, and management behavior, were the most cited factors in the top 50 reasons why workers abandon 

their jobs. (Rao.S et.al 2020) 

Artificial intelligence in recent times has taken â€˜understanding employeesâ€™ to a different horizon. 

With the help of Big Data Analysis, Machinlearningng etc, bots have become powerful enough to measure 

and understand trends and accordingly predict the decisions that a human might take. 

Converging big data and machine learning with human touch is the key to the effective use of AI for 

retention and engagement. The company must understand the balance between aiding technology to help 

them and the human nuances of working with people. As employees are developing in their jobs and 

careers, predictors can be looked at. These predictors or indicators might te, l us if the employee is planning 

to leave or if he is unhappy (Rao.S et.al 2020).  Targeted interventions, such as providing employees with 

opportunities for training and development or addressing particular concerns that workers might have can 

help to increase employee satisfaction and increase the employee retention rate. 

 

5. Ethical Considerations and Challenges 

Challenges 

1. Bias and Fairness: In areas such as recruitment, performance assessment, and promotion, AI 

algorithms may inherit a bias from historical human resources data, which can lead to biased decisions. 

Careful algorithm design and continuous monitoring are needed to guarantee fairness and mitigate 

bias. 

2. Privacy Concerns: Privacy concerns related to data collection, storage, and use are raised by AI 

systems that analyse employee data. Compliance with strict data protection legislation, such as the 

General Data Protection Regulation, ensuring transparency and employee consent, is required by 

human resources departments. 

3. Skill Gap and Resistance to Change: For AI to be implemented in the field of human resources 

management, HR professionals must be trained on how to take advantage of artificial intelligence tools 

and analyze their findings. It can also be a challenge to resist change from employees accustomed to 

traditional human resources practices. 

http://www.ijfmr.com/
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4. Overreliance on Technology: Insufficient reliance on AI for decision-making may lead to a lack of 

human judgment and intuition, which may overlook important contextual factors that AI algorithms 

may miss. 

5. Job Displacement and Ethical Employment Practices: For certain roles, automation of human 

resources functions may result in job loss. Ethical considerations have arisen as regards retraining or 

redeployment of the affected workers and ensuring that the adoption of AI is in line with ethical 

employment practice. 

Ethical Considerations 

1. Transparency: In particular, in areas such as recruitment and performance evaluations, AI algorithms 

should be transparent with clear explanations about how decisions are made. 

2. Accountability: To establish accountability mechanisms and to address any unintended consequences 

or biases, so that AI is used with due care in HRM. 

3. Fairness: Ensuring fairness and equity in AI-driven decisions by regularly auditing algorithms, 

addressing biases, and providing avenues for appeal or recourse for affected individuals. 

4. Data Privacy: By implementing robust data protection measures, obtaining informed consent, and 

limiting the collection of data to the relevant purposes, the right to privacy of employees shall be 

respected. (Chauh, n.S.A 2024) 

 

6. Opportunities and Future Directions 

The prospects for Artificial Intelligence (AI) in Human Resources (HR) are exceptionally promising, 

propelled by the integration of machine learning analytics. This synergy empowers HR professionals to 

make well-informed judgments, extracting valuable insights from patterns and trends within vast datasets. 

The application of predictive models emerges as a transformative force, holding substantial potential in 

several key areas. AI's predictive capabilities offer a strategic edge in identifying optimal candidates 

tailored for specific roles, revolutionizing traditional recruitment practices. Furthermore, these models 

prove invaluable in preemptively predicting the risks of employee departure, allowing organizations to 

proactively implement retention strategies. Beyond recruitment and retention, AI-driven predictive 

analytics play a pivotal role in honing workforce planning techniques, ensuring that HR strategies align 

seamlessly with evolving organizational needs. As elucidated by Ho and Goethals (2022), the prospects 

for AI in HR extend beyond mere automation, heralding a paradigm shift towards strategic decision-

making and enhanced organizational agility. (Basnet.S 2024) 

 

7. Case studies 

Organizations are finding success with AI-powered HR initiatives that improve employee retention and 

engagement. For example, Xerox implemented an AI chatbot, "Hannah," to assist employees with 

common HR tasks like managing benefits and submitting time off requests. This has boosted employee 

engagement by offering quick and convenient access to HR support. 

Similarly, Unilever utilized an AI platform to match employees' skills and career goals with internal 

development opportunities. By providing clear career paths and chances for skill development, Unilever 

has seen an increase in employee retention. 

Bank of America also used an AI platform to analyze data on employee engagement, retention, and 

performance. This tool gives HR professionals valuable insights into what matters most to their employees, 

helping them address issues that could lead to turnover and ultimately improving retention. 

http://www.ijfmr.com/
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These examples collectively demonstrate that AI can enhance employee retention and engagement by 

offering HR professionals data-driven insights and making HR processes more efficient and accessible for 

everyone. 

 

8. Conclusion 

The widespread adoption of AI in recruitment offers significant potential to streamline hiring processes, 

yet it's crucial to acknowledge and proactively address the inherent risks and challenges. For these systems 

to be fair and effective, they must be trained on unbiased data and designed to consider a range of factors 

that can influence a candidate's professional journey, such as their socioeconomic background and 

educational experiences. Without this careful consideration, AI can inadvertently perpetuate existing 

inequalities. 

Therefore, continuous monitoring and evaluation of AI-enabled recruitment processes are essential. 

Companies must ensure that these systems are not reinforcing existing biases or creating new disparities 

in hiring outcomes. Ultimately, a holistic and human-centered approach is necessary. This means that 

researchers and practitioners must move beyond the technical aspects of AI to focus on the ethical, fair, 

and candidate-focused dimensions, guaranteeing that technology enhances, rather than compromises, 

equitable talent acquisition. 
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