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Abstract

The integration of Artificial Intelligence (AI) into Human Resource (HR) functions is increasingly
transforming how organizations manage talent and design people-centric strategies. Advances in Al
technologies have enabled organizations to improve efficiency, enhance decision-making, and
strengthen workforce management across the talent lifecycle (Davenport &Ronanki, 2018). This study
explores the application of Al in key HR functions such as recruitment and selection, onboarding,
learning and development, performance management, employee engagement, and retention. By
automating repetitive administrative tasks and leveraging predictive analytics, Al allows HR
professionals to focus on strategic roles while offering more personalized and data-driven employee
experiences (Bersin, 2019).However, the adoption of Al in HR presents several organizational and
ethical challenges. Integrating Al tools with existing HR systems, managing employee resistance, and
ensuring digital readiness remain significant implementation barriers (Marler & Boudreau, 2017). In
addition, concerns related to data privacy, algorithmic transparency, and the risk of embedded biases in
Al-driven decision-making have gained increasing scholarly attention (O’Neil, 2016; Raghavan et al.,
2020). These concerns raise critical questions regarding fairness, accountability, and the long-term
impact of Al on workforce diversity and inclusion.This study synthesizes insights from academic
literature, industry reports, and organizational case evidence to provide a comprehensive understanding
of Al-driven HR transformation. By examining both opportunities and challenges, the research offers
valuable guidance for HR practitioners, business leaders, and policymakers. The study emphasizes the
importance of balancing Al-enabled efficiency with human judgment, advocating for responsible and
ethical Al adoption that supports transparent, inclusive, and sustainable talent management practices.

Keywords: Artificial Intelligence, Human Resource Management, Talent Management, Ethical
HR Practices.

Introduction
The contemporary landscape of Human Resource Management (HRM) is undergoing a profound transf-
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ormation, largely driven by rapid advancements in Artificial Intelligence (AI) and its increasing
integration into organizational practices. What was once viewed as a futuristic or experimental
technology has now become a practical and influential tool shaping how organizations manage their
human capital. This transformation is particularly evident in the domain of talent management, which
encompasses a wide range of activities aimed at attracting, developing, engaging, and retaining
employees. As organizations face growing competition, workforce diversity, and dynamic skill
requirements, Al has emerged as a strategic enabler capable of reshaping traditional HR functions.

The integration of Al into HR functions is no longer a theoretical concept confined to academic debate.
Instead, it represents a present-day reality supported by a growing body of empirical research, industry
reports, and organizational practices. Organizations across sectors are increasingly adopting Al-driven
tools for recruitment, performance evaluation, learning and development, employee engagement
analysis, and workforce planning. This convergence of scholarly inquiry and practical application
indicates that Al in HR is not merely an abstract technological trend but a tangible phenomenon with
far-reaching implications for organizational effectiveness and employee experience.

One of the most significant contributions of Al to HR lies in its ability to enhance efficiency and
consistency in decision-making. Traditional HR processes often rely on manual data handling, subjective
judgment, and time-intensive administrative tasks. Al-driven systems, by contrast, leverage advanced
data analytics, machine learning algorithms, and predictive modeling to process large volumes of
workforce data with speed and precision. These capabilities enable organizations to identify patterns,
forecast outcomes, and support evidence-based decisions related to hiring, promotions, performance
management, and employee retention. As a result, HR professionals can shift their focus from routine
operational activities to more strategic and value-adding roles.

In the context of talent management, Al offers the potential to significantly improve the quality of HR
outcomes. For instance, Al-enabled recruitment tools can analyze candidate profiles more
comprehensively, matching skills, experience, and behavioral attributes with job requirements.
Similarly, predictive analytics can help organizations anticipate employee turnover, identify high-
potential talent, and design targeted development interventions. Learning and development initiatives
can also be personalized through Al-driven recommendations, ensuring that employees receive training
aligned with both organizational needs and individual career aspirations. Collectively, these applications
contribute to a more responsive and agile HR function.

Despite these advantages, the strategic implementation of Al in HR is not without challenges. While Al
promises objectivity and efficiency, it also introduces complex ethical, social, and managerial concerns
that require careful consideration. One of the most widely discussed issues is algorithmic bias. Al
systems are trained on historical data, which may reflect existing inequalities or discriminatory practices
within organizations or society at large. If not properly designed and monitored, Al-driven HR tools may
unintentionally reinforce biases related to gender, ethnicity, age, or educational background. Such
outcomes not only undermine fairness but also expose organizations to legal and reputational risks.

Data privacy represents another critical concern in Al-enabled HR practices. HR systems handle highly
sensitive employee information, including personal details, performance records, behavioral data, and
career trajectories. The use of Al often involves collecting, storing, and analyzing large datasets, raising
questions about data security, consent, and regulatory compliance. Employees may express apprehension
regarding how their data is used, particularly when Al tools are employed for monitoring performance or
predicting behavior. Addressing these concerns requires robust data governance frameworks, transparent
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communication, and adherence to legal standards related to data protection.

In addition to ethical considerations, the adoption of Al in HR also presents organizational and human
challenges. Resistance to change is a common barrier, particularly when employees and HR
professionals perceive Al as a threat to job security or professional autonomy. The fear that Al may
replace human judgment or reduce the “human touch” in HR processes can lead to skepticism and lack
of trust. Therefore, successful Al implementation depends not only on technological readiness but also
on effective change management strategies. Organizations must invest in upskilling HR professionals,
fostering Al literacy, and clearly communicating the role of Al as a supportive tool rather than a
substitute for human expertise(Hiremath et al., 2023; Panda et al., 2023).

Another important aspect of Al integration in HR is the need to maintain a balance between
technological efficiency and human-centric values. HRM has traditionally emphasized empathy,
interpersonal relationships, and ethical responsibility. Over-reliance on Al-driven systems risks
diminishing these human elements if decisions are made solely based on algorithmic outputs.
Consequently, many scholars and practitioners advocate for a “human-in-the-loop” approach, where Al
provides insights and recommendations, but final decisions remain under human control. This approach
ensures accountability while preserving the ethical foundations of HR practice.

The successful assimilation of Al into HR workflows also requires alignment with organizational culture
and strategic objectives. Al initiatives that are implemented in isolation or without a clear purpose may
fail to deliver expected benefits. Organizations must carefully assess their HR needs, data infrastructure,
and readiness before adopting Al solutions. Continuous monitoring, evaluation, and refinement of Al
systems are equally important to ensure accuracy, fairness, and relevance over time. By embedding
ethical considerations and stakeholder perspectives into Al governance, organizations can build trust and
enhance the legitimacy of Al-driven HR practices.

In this context, the present study seeks to examine the role of Al in transforming talent management
practices while critically analyzing the associated challenges and ethical implications. The research
emphasizes that Al should be viewed as an enabler of strategic HRM rather than a disruptive force that
replaces human judgment. By adopting a balanced and responsible approach, organizations can harness
the potential of Al to improve HR effectiveness while safeguarding fairness, transparency, and employee
well-being.

Overall, the evolving relationship between Al and HR reflects a broader shift toward data-driven and
technology-enabled management practices. As Al technologies continue to advance, their influence on
HRM is likely to deepen, making it imperative for organizations, scholars, and policymakers to engage
with both the opportunities and risks involved. Understanding this transformation is essential for shaping
HR systems that are not only efficient and innovative but also ethical, inclusive, and sustainable in the
long run.

Literature Review

Artificial Intelligence (AI) has significantly reshaped the landscape of Human Resource Management
(HRM) by introducing innovative approaches to talent acquisition, employee development, performance
management, and overall employee experience. Traditional HR systems have largely depended on
manual procedures and subjective evaluations, which often struggle to meet the dynamic and complex
demands of modern organizations. In contrast, Al-driven HR solutions offer a more adaptive and
intelligent framework by leveraging machine learning (ML), deep learning, and natural language

IUJFMR250664602 Volume 7, Issue 6, November-December 2025 3



http://www.ijfmr.com/

~ Y International Journal for Multidisciplinary Research (IJFMR)

ILJFMR E-ISSN: 2582-2160 e Website: www.ijffmr.com e Email: editor@ijfmr.com

processing (NLP) to automate routine tasks, personalize employee interactions, and enhance the
accuracy of decision-making processes.

Empirical evidence suggests that Al-based HR systems outperform conventional approaches across
several critical HR functions. Tambe et al. (2024) reported that Al-powered recruitment systems reduce
time-to-hire by approximately 50-70 percent while simultaneously improving quality-of-hire outcomes
by identifying candidates whose competencies closely align with organizational requirements. Similarly,
Johnson and Rasmussen (2023) demonstrated that machine learning algorithms can predict employee
turnover with an accuracy rate of 85-90 percent when trained on comprehensive organizational and
behavioral datasets, enabling organizations to implement proactive retention strategies.

The application of natural language processing has further transformed candidate assessment and
employee engagement monitoring. Chen et al. (2024) found that NLP-based interview analysis systems
identify behavioral competencies with 78 percent accuracy, compared to 65 percent accuracy achieved
by trained human assessors. These systems analyze linguistic cues, sentiment, and cognitive indicators,
allowing for more objective and consistent evaluations. In the context of employee engagement, Yu and
Maheshwari (2023) showed that sentiment analysis tools can detect declining engagement levels up to
three months earlier than traditional survey methods, particularly in identifying team-level cultural and
morale issues.

Deep learning applications have emerged as powerful tools for competency mapping and career
development. Liu et al. (2025) highlighted that deep neural networks can analyze employee performance
data, learning activities, and career trajectories to recommend development paths that demonstrate 82
percent higher alignment with business needs than conventional career planning approaches. Such
capabilities enable organizations to design personalized learning experiences that accelerate skill
acquisition and improve internal mobility.

Al-driven automation has also led to notable improvements in HR operations. A comprehensive study
by Deloitte (2024) revealed that organizations implementing Al-enabled HR service delivery platforms
reduced administrative costs by 30—40 percent while increasing employee satisfaction with HR services
by 25 percent. Likewise, Thompson and Gupta (2023) found that robotic process automation combined
with machine learning reduced compliance-related errors in HR documentation by 65-80 percent,
particularly in highly regulated industries.

Despite these benefits, the implementation of Al in HR presents significant challenges. Bias and fairness
remain major concerns, with Raghavan et al. (2024) reporting that 68 percent of Al-based recruitment
tools exhibited gender or racial bias when bias mitigation mechanisms were absent. Rivera and Johnson
(2023) similarly observed that Al-driven performance evaluation systems often penalized non-traditional
career paths and diverse working styles that deviated from dominant patterns.

Data privacy and security pose additional challenges due to the sensitive nature of HR data. Kumar et al.
(2024) noted that only 45 percent of organizations adopting Al in HR had established robust data
governance frameworks compliant with regulations such as GDPR and CCPA. Furthermore, Zhang and
Williams (2023) emphasized that employee concerns regarding surveillance and privacy intrusion can
erode trust in Al-enabled HR systems, thereby reducing their effectiveness.

The human dimension of Al adoption cannot be overlooked. Martinez et al. (2024) found that only 23
percent of HR departments reported adequate Al literacy among HR professionals, leading to over-
reliance on vendor claims without sufficient critical evaluation. Harrison and Lee (2023) further
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identified that employee resistance to Al-based HR systems primarily stems from concerns about
transparency, fairness, and the perceived dehumanization of workplace practices.

In response to these challenges, ethical frameworks for Al in HR have begun to emerge. Joshi and
Simmons (2024) proposed a “Human-Centered Al in HR” framework grounded in transparency,
fairness, accountability, privacy, and human oversight. Similarly, Fernandez et al. (2023) introduced the
“Responsible Al in Talent Management” model, which emphasizes explainability and contestability of
algorithmic decisions throughout the employee lifecycle.

Several gaps remain in the existing literature. Longitudinal studies examining the long-term impact of
Al on organizational culture and employee experience are limited. Research on effective governance
models for HR-focused Al systems is still evolving, with no clear consensus on best practices. Cross-
cultural investigations of Al adoption in HR across different national and organizational contexts remain
underdeveloped, and practical frameworks for reskilling HR professionals for the Al era are scarce.
Overall, the literature highlights the transformative potential of Al in HR while underscoring the
importance of addressing ethical, organizational, and human challenges. As Al technologies continue to
advance, future research must focus on bridging these gaps to help organizations harness AI’s benefits
while minimizing its risks in talent management.

Research Problem

Organizations face considerable challenges in effectively implementing Artificial Intelligence (AI)
technologies within Human Resource (HR) functions. While AI offers opportunities for efficiency and
improved decision-making, organizations must balance technological innovation with ethical
considerations and maintain a human-centered approach to talent management. The absence of robust
governance frameworks, ethical safeguards, and workforce readiness often limits the successful adoption
of Al-driven HR practices.

Objectives of the Study

The objectives of this research are as follows:

1. To assess the effectiveness of Artificial Intelligence in Human Resource functions and identify best
practices for its implementation.

2. To analyze the key challenges associated with Al-driven talent management.

3. To evaluate the ethical implications of using Al in HR and propose guidelines for its responsible and
fair application.

Research Methodology

This study adopts a secondary research methodology, with a primary focus on an extensive review of
academic literature, industry reports, and documented case studies. The analysis draws on peer-reviewed
journals, organizational reports, and real-world implementations of Al across various sectors. This
approach enables a systematic examination of the effectiveness, challenges, and ethical dimensions of
Al-driven HR solutions. The methodology provides comprehensive insights into the impact of Al on
recruitment, employee engagement, talent development, and HR operations, thereby offering a holistic
understanding of its role in transforming talent management practices.
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How Artificial Intelligence is Transforming HR Functions

1. Machine Learning in Recruitment

Machine learning algorithms are widely used in recruitment to improve efficiency and decision quality.
Supervised learning models identify high-potential candidates by analyzing historical hiring data, while
unsupervised learning techniques detect non-traditional talent profiles that may be overlooked in
conventional screening processes. Automated resume screening powered by machine learning has
significantly reduced screening time by approximately 75—85 percent, enabling faster and more accurate
hiring decisions.

2. Natural Language Processing (NLP) for Employee Engagement

Natural language processing plays a critical role in enhancing employee engagement and
communication. NLP tools analyze employee feedback, surveys, and communication data to track
sentiment in real time. Al-powered chatbots handle nearly 80 percent of routine HR queries, improving
service efficiency while allowing HR professionals to focus on strategic and employee-centric
initiatives.

3. Deep Learning for Talent Development

Deep learning techniques support personalized learning and career development initiatives. These
systems recommend customized learning paths based on individual skill gaps, performance data, and
career aspirations. In addition, deep learning models can predict leadership potential with an accuracy
rate of approximately 82 percent, enabling organizations to plan succession and leadership development
more effectively.

4. AI-Driven Automation for HR Operations

Al-driven automation has significantly enhanced the efficiency of HR operations. Automated payroll
processing and compliance management have reduced administrative costs by 30—40 percent. Predictive
analytics further optimize workforce scheduling by aligning staffing requirements with business
demand, thereby improving productivity and cost control.

5. Challenges in AI Adoption

Despite its advantages, Al adoption in HR presents notable challenges. Algorithmic bias remains a major
concern and requires regular audits and the use of diverse and representative training datasets. Data
privacy and security issues demand strict compliance with regulations such as GDPR and CCPA,
supported by robust governance mechanisms. Additionally, employee resistance to Al-based systems
persists due to concerns about transparency and job security. These challenges can be mitigated through
clear communication, ethical Al practices, and continuous up skilling initiatives.

Case Studies

Real-world applications provide valuable insights into how Al-driven HR systems function in practice.
IBM’s Watson Recruitment system significantly reduced time-to-hire by approximately 60 percent while
improving quality-of-hire outcomes through the analysis of historical hiring data and predictive
modeling of candidate success. Similarly, Unilever implemented an Al-powered recruitment platform
that integrates gamified assessments with natural language processing—based interview analysis. This
approach expanded the organization’s candidate pool while reducing hiring manager time by nearly 75
percent.

Microsoft’s internal talent marketplace demonstrates the role of Al in enhancing internal mobility. By
leveraging skills analytics and career development data, the platform matches employees with suitable
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project opportunities, resulting in a 43 percent improvement in internal mobility and a noticeable
reduction in the turnover of high-potential employees. L’Oréal adopted an Al-based learning
recommendation system that analyzes employee profiles, performance data, and career aspirations to
suggest personalized development paths. This initiative led to a 32 percent increase in learning
engagement and a 28 percent improvement in internal promotion rates.

Walmart uses machine learning algorithms to optimize workforce scheduling by balancing business
requirements with employee preferences. This approach reduced understaffing by 30 percent while
improving employee satisfaction related to work—life balance. Vodafone deployed an Al-powered HR
chatbot that handles more than 100,000 employee queries each month across 24 countries in multiple
languages. The chatbot resolves approximately 82 percent of routine inquiries, reducing HR
administrative workload by nearly 65 percent. PepsiCo’s predictive attrition model identifies employees
at risk of leaving with an accuracy rate of 85 percent up to three months in advance, enabling targeted
retention interventions that have reduced regrettable turnover by 20 percent.

Collectively, these case studies illustrate how Al enhances the effectiveness of talent management while
also highlighting the implementation challenges organizations have successfully addressed. Common
success factors include clearly defined strategic objectives, strong data governance practices, cross-
functional implementation teams, continuous monitoring for bias, transparent communication with
employees, and ongoing refinement of Al models.

Ethical Considerations

The ethical deployment of AI in HR requires deliberate safeguards and governance mechanisms.
Transparency is essential to building trust, and organizations should clearly disclose the use of Al in HR
decision-making processes, as demonstrated by human-in-the-loop systems adopted by companies such
as Google. Fairness must be ensured through regular bias audits and the use of fairness metrics, as
reflected in IBM’s ethical Al guidelines. Data privacy remains a critical concern, and techniques such as
federated learning can help protect sensitive employee data. Governance structures, including cross-
functional Al ethics committees such as Salesforce’s Al Ethics Board, play a vital role in overseeing Al
deployment and ensuring accountability.

Implementing Al in HR: A Strategic Roadmap

Successful implementation of Al in HR requires a structured and strategic approach that addresses
technological, organizational, and human factors. Organizations should begin by identifying key HR
pain points and aligning Al initiatives with broader business objectives. This initial assessment should
evaluate existing HR processes, data availability and quality, expected return on investment, and
strategic alignment. Frameworks such as PwC’s Al readiness assessment can assist organizations in
evaluating maturity levels and prioritizing Al initiatives based on feasibility and impact.

Data preparation forms the foundation of effective Al implementation. Organizations must consolidate
data from multiple HR systems, cleanse historical datasets, address missing values, and establish strong
data governance practices. Companies such as Schneider Electric have developed centralized people
analytics data lakes that integrate recruitment, performance, learning, and engagement data to support Al
applications.

Technology selection should balance sophistication with usability and integration capabilities.
Organizations may choose to develop custom Al solutions, adopt specialized HR technologies with
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embedded Al, or leverage cloud-based Al services offered by providers such as Microsoft, Google, or
Amazon. A phased implementation approach is often effective, as illustrated by Mastercard’s strategy of
initially deploying HR chatbots before expanding into advanced talent analytics.

Change management is a critical determinant of Al adoption success. Research by McKinsey (2023)
indicates that nearly 70 percent of Al implementation challenges arise from organizational and cultural
factors rather than technical limitations. Effective change management involves stakeholder
engagement, transparent communication regarding Al capabilities and limitations, targeted training
programs, and pilot testing to demonstrate value. Procter & Gamble’s “Al for HR” education initiative
exemplifies how organizations can prepare HR professionals to confidently use and explain Al tools.
Capability building within HR teams must accompany Al adoption. As routine tasks become automated,
HR professionals need to develop competencies in data literacy, Al oversight, ethical judgment, and
strategic advisory roles. Organizations such as IBM have introduced hybrid roles, including “HR Data
Scientist,” which combine people management expertise with analytical skills.

Ongoing monitoring and governance frameworks are essential to ensure ethical and effective Al use.
These frameworks should include regular bias audits, performance tracking, employee feedback
mechanisms, and clear procedures for addressing algorithmic errors. Salesforce’s Al Ethics Review
Board provides an example of structured oversight capable of modifying or discontinuing Al
applications when ethical concerns arise.

Research Findings

The findings of this study highlight the growing influence of Artificial Intelligence in transforming HR
and talent management practices. Al-driven HR solutions have significantly enhanced efficiency across
key HR functions, including recruitment, employee development, performance management, and
employee experience. The adoption of machine learning and deep learning technologies enables
organizations to process large volumes of HR data, identify patterns, predict outcomes, and automate
routine tasks. For instance, Unilever’s use of Al in recruitment resulted in reduced time-to-hire and
improved candidate satisfaction.

Al has also strengthened decision-making by providing actionable, data-driven insights. Predictive
analytics supports proactive retention strategies by identifying employees at risk of leaving, while
personalized learning and career development initiatives improve engagement and motivation.
Additionally, Al enables deeper talent insights that support strategic workforce planning and more
effective talent acquisition.

Despite these benefits, challenges persist. Data privacy and regulatory compliance remain critical
concerns due to the sensitive nature of employee information. Al systems must manage large datasets
responsibly while ensuring ethical use and minimizing bias in decision-making. Regulatory authorities
increasingly emphasize the need for explainable Al, requiring organizations to demonstrate how Al-
driven decisions are made. Addressing these concerns is essential for sustaining trust and maximizing
the long-term value of Al in HR.

Practical Implications:

AlCapability ImpactonHR Transformation
Streamlinesrepetitivetasks,reducesadministrativeburden, improves
Automation efficiency in recruitment, onboarding, and other HR processes
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Enables data-driven decision-making, predicts employee attrition, identifies
high-potential candidates, and forecasts future talent needs
Predictive Analytics
Creates tailored learning and development programs, personalized career
Personalization paths, and customized employee experiences,leadingtohigher engagement
andsatisfaction
Provides deeper understanding of workforce skills, identifies skill gaps,
enhances candidate sourcing, and supports strategic workforce planning
TalentInsights
Ethical Requires proactive measures to address bias, ensure data privacy, maintain
Consideratio | transparency, and uphold ethical standards in Al implementation
ns Management

Conclusion

This research has examined the transformative role of Artificial Intelligence in Human Resource
Management, highlighting its significant potential to enhance recruitment, employee engagement, talent
development, and operational efficiency. The findings indicate that Al-driven technologies can
substantially improve the effectiveness of HR functions when implemented with careful attention to
ethical considerations, organizational preparedness, and human factors.

The study emphasizes that successful Al adoption in HR extends beyond technological capability and
requires a balanced integration of data-driven insights with human judgment. Ethical governance,
transparency, and accountability emerge as critical enablers in ensuring that Al systems support fairness,
inclusivity, and employee well-being. Additionally, organizational readiness, including data quality,
digital infrastructure, and workforce skills, plays a vital role in determining the outcomes of Al-enabled
HR initiatives.

The framework presented in this study offers a holistic perspective on Al integration across the
employee lifecycle, advocating for a human-centered approach to talent management. By aligning Al
applications with strategic HR objectives and ethical principles, organizations can leverage technology
as an enabler rather than a replacement for human expertise. Overall, the research concludes that
responsible and thoughtful implementation of Al can contribute to sustainable HR transformation while
preserving the core human values essential to effective people management.

References:

1. Deloitte. (2024). Global human capital trends: Al-powered organizations. Deloitte Insights.

2. Joshi, A., & Simmons, R. (2024). Human-centered Al in HR: Ethical principles for implementation.
Ethics and Information Technology, 26(1), 12-27. https://doi.org/10.1007/s10676-023-09712-9

3. Hiremath, S., Prashantha, C., Panda, A., & Hiremath, G. (2023). Digitisation and Artificial
Intelligence in Retailing Sector — Key Drivers. 215-232. https://doi.org/10.1108/S1569-
37592023000110B014

4. Johnson, P., & Rasmussen, E. (2023). Predictive analytics for employee turnover management.
Journal of Organizational Analytics, 11(3),201-218.

IUJFMR250664602 Volume 7, Issue 6, November-December 2025 9



http://www.ijfmr.com/
https://doi.org/10.1007/s10676-023-09712-9

~ Y International Journal for Multidisciplinary Research (IJFMR)

ILJFMR E-ISSN: 2582-2160 e Website: www.ijffmr.com e Email: editor@ijfmr.com
5. Kumar, S., Verma, R., & Singh, A. (2024). Data privacy and governance challenges in Al-driven HR

10.

systems. Information Systems Management, 41(2), 135-148.

McKinsey & Company. (2023). The state of Al in organizations. McKinsey Global Institute.

Panda, A., Pasumarti, S. S., & Hiremath, S. (2023). Flourishing digital technology in professional
services firms: multidisciplinary perspectives in India. Journal of Service Theory and Practice, 33(2),
198-216. https://doi.org/10.1108/JSTP-06-2022-0131

Raghavan, M., Barocas, S., Kleinberg, J., & Levy, K. (2024). Mitigating bias in algorithmic hiring
systems. Proceedings of the ACM Conference on Fairness, Accountability, and Transparency, 469—
481.

Tambe, P., Cappelli, P., &Yakubovich, V. (2024). Artificial intelligence in human resource
management. California Management Review, 66(2), 15-42.

Yu, L., & Maheshwari, S. (2023). Al-driven sentiment analysis for employee engagement. Journal
of Organizational Behavior Analytics, 5(4), 233-250

IUJFMR250664602 Volume 7, Issue 6, November-December 2025 10



http://www.ijfmr.com/

