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ABSTRACT 

Artificial Intelligence (AI) is changing the way organizations work and make decisions very quickly, 

especially in the field of Human Resource Management (HRM). The incorporation of AI technologies, 

including machine learning, predictive analytics, and automated systems, has improved the efficiency and 

effectiveness of HR tasks like hiring, onboarding, managing performance, and developing employees. 

This study analyzes the changing relationship between Artificial Intelligence and Human Resource 

practices, exploring how AI-driven systems enhance organizational performance and employee 

experience. The study employs a mixed methodological framework, utilizing both primary and secondary 

data sources. Primary data were obtained via a structured questionnaire distributed to HR professionals, 

whereas secondary data were sourced from established academic literature. The findings indicate that AI 

enhances HR processes by reducing manual workload, improving decision accuracy, and enabling data-

driven workforce management. But there are still big problems to think about, like ethical issues, system 

integration, and getting employees to accept the changes. The study concludes that AI serves as a 

supportive technological force that enhances HR capabilities while preserving the significance of human-

centered management practices. 
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INTRODUCTION 

Artificial Intelligence (AI) is one of the most transformative technologies reshaping how businesses 

function today, particularly in the field of Human Resource Management (HRM). With the rapid growth 

of digital technologies and data analytics, organizations are increasingly adopting AI-driven systems to 

improve efficiency and support more informed decision-making. This shift has significantly altered 

traditional HR practices and influenced multiple areas of business operations. 

In the past, HR processes relied heavily on manual effort and subjective judgment. Today, AI-powered 

tools have automated many routine administrative tasks, allowing HR professionals to focus on more 

strategic activities such as workforce planning and talent management. In recruitment, AI facilitates 

resume screening, predictive hiring, and chatbot-based communication, making the hiring process faster, 

more accurate, and more efficient. Similarly, onboarding has become smoother through digital platforms 

that help new employees understand organizational policies and complete training modules effectively. 

AI also plays a crucial role in performance management by enabling continuous evaluation based on real-

time data. Organizations can monitor employee performance more accurately, identify development needs, 
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and design personalized training programs through predictive insights and skill mapping. These 

capabilities enhance both employee growth and organizational productivity. 

Despite its advantages, AI implementation presents several challenges, including ethical concerns, data 

privacy risks, technological infrastructure requirements, and issues related to employee acceptance. 

Therefore, successful adoption requires a careful balance between technological innovation and human-

centered management practices. 

This study examines how AI and HR can work together to improve workforce management. Research by 

(Wardani, 2025) highlights the importance of ethical implementation and structured planning, while 

(Kaakandikar & Gawande , 2024) emphasize AI’s role in transforming HR into a strategic function. 

Studies by (Vaddepalli, 2023) and (Nishar, 2022)further underline that AI’s success depends on ethical 

governance, technological readiness, and workforce acceptance. 

 

INTRODUCTION TO INDUSTRY 

1. IT Industry: The Information Technology (IT) industry is very important to the modern global 

economy because it makes digital transformation possible in many areas, including finance, healthcare, 

education, and manufacturing. Some of the services it offers are software development, cloud 

computing, cybersecurity, data analytics, and IT consulting. The IT industry has grown a lot in the last 

few years because technologies like AI, machine learning, and automation have come a long way. In 

places like India, the IT sector has become one of the main drivers of economic growth, job creation, 

and global outsourcing services. The industry keeps growing because more people want digital 

solutions, companies around the world are adopting new technologies, and new ideas are being made. 

2. Chemical Industry: The chemical industry is one of the most important parts of the global economy. 

It makes raw materials and intermediate goods that are used in many fields, including agriculture, 

pharmaceuticals, textiles, construction, and manufacturing. It includes making petrochemicals, 

specialty chemicals, fertilizers, polymers, and industrial chemicals that help many industrial processes. 

The chemical industry is a major driver of industrial growth and exports in India. It also plays a key 

role in supporting other manufacturing sectors. As more people want eco-friendly and sustainable 

products, the industry is slowly adopting green chemistry practices, new technologies, and new ways 

of making things to make them more efficient and less harmful to the environment. 

3. Retail & Ecommerce Industry: The retail industry is always changing. It sells goods and services 

directly to customers through a variety of channels, including physical stores, supermarkets, shopping 

malls, and online platforms. It is very important for the economy because it creates jobs, helps supply 

chains, and encourages people to spend money. The retail sector in India has changed quickly because 

of the rise of e-commerce, digital payment systems, and changing consumer tastes. The industry 

includes both organized and unorganized retail, which sells everything from groceries and clothes to 

electronics and household goods. The retail industry is one of the fastest-growing parts of the economy 

because of new technologies and changes in how people shop. 

 

LITERATURE REVIEW 

(Bhuiyan, 2025) studied that Artificial Intelligence is reshaping HR practices by improving recruitment, 

performance management, and employee engagement through data-driven insights. AI contributes to 

greater efficiency and reduced bias, ultimately enhancing workforce satisfaction. At the same time, high 
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implementation costs, privacy concerns, and resistance to change remain major obstacles. Researchers 

stress the importance of ethical frameworks and organizational readiness to overcome these barriers. 

(Wardani, Lakilaki, Pasaribu , & Sulistyaningsih , 2025) focused that the integration of Artificial 

Intelligence in Human Resource Management can significantly enhance HR performance when combined 

with strategic planning and ethical considerations. Successful AI adoption depends on the synergy between 

technology and human capital, emphasizing employee-centered design and ethical governance. Studies 

highlight that AI alone is insufficient; organizations must implement structured, sustainable, and culturally 

aware strategies. Key approaches such as augmented intelligence, continuous intelligence systems, and 

ethics-focused frameworks are critical for maximizing benefits. Overall, AI-driven HR transformation 

requires a balanced focus on technology, strategy, and human needs to achieve long-term organizational 

success. 

(Rasheed, Ahmad, Kaleem, & Ibrahim, 2024) aimed that AI adoption in Asia has grown significantly, 

especially in recruitment, performance management, and employee engagement. A 15% average 

productivity increase was noted across sampled organizations. Despite benefits, issues like data privacy, 

cultural differences, and the need for upskilling HR professionals pose challenges. The study underscores 

the importance of localized approaches to AI adoption due to cultural and economic diversity. In 

conclusion, AI is enhancing HR efficiency in Asia but must be integrated with sensitivity to local contexts. 

(Edwin & Augustine Ituma, 2024)concluded that integrating AI into HRM represents a transformative 

shift, improving recruitment, performance evaluation, and employee engagement through predictive 

analytics, chatbots, and personalized learning. While concerns about bias, data privacy, and job 

displacement remain, effective implementation strategies can mitigate these risks. AI empowers HR 

professionals with data-driven insights and fosters efficiency in decision-making. The research 

recommends developing AI-driven analytics capabilities and upskilling HR staff to maximize benefits. 

Overall, the intersection of AI and HRM signifies a new era of organizational efficiency and strategic 

alignment. 

(Varallyai & BilalHmoud, 2023) aimed that HR leaders in Middle Eastern countries hold a positive 

attitude toward AI adoption in HRM. Factors such as innovation, organizational size, top management 

support, and competitive pressure significantly influence adoption. AI is recognized for improving 

efficiency, quality, and effectiveness in HR functions. However, challenges like trust and technological 

readiness must be carefully managed. Overall, AI adoption in HRM across the Middle East reflects both 

enthusiasm and cautious consideration of organizational contexts. 

 

IMPORTANCE OF THE STUDY 

This study focuses on understanding how Artificial Intelligence is influencing modern practices in Human 

Resource Management. As organizations continue to adopt advanced technologies, HR functions such as 

recruitment, training, onboarding, performance management, and employee engagement are gradually 

becoming more efficient and structured. The study provides insights into how AI can support better 

decision-making, improve operational efficiency, and help organizations manage talent more effectively. 

At the same time, it also highlights important concerns such as ethical issues, algorithmic bias, and 

possible resistance from employees toward technological changes. By examining these aspects across 

industries like IT, Chemical, and Retail, the study helps in understanding how organizations can 

responsibly integrate AI into HR practices while maintaining a balance between technology and the human 

element in the workplace. 
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OBJECTIVE OF STUDY 

The main objectives of this study are listed below: 

 To understand the role of Artificial Intelligence (AI) in transforming Human Resource Management 

functions, including recruitment, training, onboarding, performance management, and employee 

engagement. 

 To know how AI enhances efficiency, accuracy, and decision-making within HR practices. 

 To understand the challenges and limitations of AI adoption in HRM, such as ethical concerns, job 

displacement, algorithmic bias, and employee resistance. 

 To know the strategic opportunities offered by AI in HRM, including improved talent retention, 

predictive analytics, and workforce optimization. 

 

RESEARCH METHODOLOGY 

The study examines the incorporation of Artificial Intelligence (AI) in Human Resource Management 

(HRM) and its effects on diverse HR functions. The necessity for the study stems from the swift integration 

of AI technologies that are revolutionizing HR practices by enhancing efficiency, accuracy, and decision-

making, while simultaneously presenting challenges such as ethical dilemmas, algorithmic bias, and the 

possibility of job displacement. To tackle these challenges and reconcile the disparity between 

technological innovations and human-centered HR practices, the study employs a mixed-method research 

design. The research utilizes both primary and secondary data sources to examine AI's impact on 

recruitment, training, performance assessment, and employee engagement, along with the challenges and 

strategies related to its successful implementation. Primary data is obtained via a structured questionnaire 

to elicit direct insights from respondents, whereas secondary data is sourced from academic journals, 

books, research papers, and credible online resources to substantiate the theoretical framework of the 

study. The sampling plan encompasses HR personnel from the IT, Chemical, and Retail & E-commerce 

sectors situated in Ahmedabad city, comprising a total sample size of 45 respondents. The study employs 

a probability convenience sampling method, and the gathered data is analyzed utilizing research tools such 

as Excel and SPSS to guarantee precise interpretation and significant results. 

 

RESEARCH MODEL 
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Variables related Literature Review: 

 Variables of AI: 

1. Ethical AI & Fairness 

The increasing use of Artificial Intelligence across industries has raised significant ethical concerns related 

to transparency, fairness, and data privacy. According to (Radanliev, 2025), the expansion of AI 

technologies in sectors such as healthcare, finance, and communication has created a greater need for 

responsible and ethical AI development. The study proposes an ethical framework designed to reduce 

algorithmic bias and strengthen accountability in AI systems. By comparing AI governance frameworks 

from the European Union, the United States, and China, the research shows that different regions 

emphasize ethical principles such as fairness, transparency, and privacy in different ways. This variation 

makes it difficult to establish a unified global approach to AI ethics. The study suggests solutions such as 

fairness-focused algorithms, regular system evaluations, and diverse development teams to promote 

responsible AI use. Similarly, (Chinta, 2024) examine fairness challenges in AI-based educational 

technologies. Their research identifies different types of biases, including data bias, algorithmic bias, and 

biases created through user interaction. These biases can unintentionally create unequal outcomes in AI-

driven systems. The study emphasizes the need for ethical guidelines, improved data practices, and 

supportive legal frameworks to ensure fairness and accountability in AI applications. 

2. Automation Of HR Processes 

Artificial Intelligence is playing a major role in automating traditional Human Resource activities and 

improving organizational efficiency. Research by (Jain & Sreerag, 2024) explains that technologies such 

as machine learning, natural language processing, and predictive analytics are transforming HR 

operations, especially in recruitment and talent management. AI-based recruitment systems help 

organizations identify suitable candidates more efficiently by automating tasks such as resume screening 

and candidate evaluation. As a result, HR professionals are able to reduce manual work and concentrate 

more on strategic decision-making. Supporting this view, (Sharma, 2024) highlights that AI-driven 

automation improves HR processes such as payroll management, attendance tracking, interview 

scheduling, and resume filtering. These technologies enable faster decision-making and allow HR 

professionals to dedicate more time to employee-focused and strategic responsibilities. However, the study 

also emphasizes the need for ethical safeguards and human oversight when implementing automated HR 

systems. 

3. Skill Intelligence & Capability Mapping 

Rapid technological advancement has increased the importance of identifying and developing employee 

skills within organizations. (Christobell, 2024) explains that many organizations, particularly in the 

information technology sector, are facing significant challenges due to skill gaps among employees. As 

businesses continue to adopt new technologies, the demand for a highly skilled and adaptable workforce 

is increasing. The study highlights that skill gaps are not limited to technical abilities but also include 

cognitive, social, emotional, and learning-related competencies. Identifying and mapping these 

capabilities is therefore essential for improving organizational productivity and competitiveness. 

Similarly, (Johnson, 2023) discusses how Artificial Intelligence can support workforce skill development 

and career planning. AI technologies help organizations analyze employee performance data, detect skill 

shortages, and recommend personalized learning paths. These systems enable organizations to align 

workforce development with business goals while supporting employee career growth. However, the study 

http://www.ijfmr.com/


 

International Journal for Multidisciplinary Research (IJFMR) 
 

E-ISSN: 2582-2160   ●   Website: www.ijfmr.com       ●   Email: editor@ijfmr.com 

 

IJFMR260587512 Volume 8, Issue 5, September-October 2026 6 

 

also emphasizes that issues such as data privacy, algorithmic bias, and transparency must be addressed to 

maintain employee trust in AI-based systems. 

4. Employee Experience Optimization 

Artificial Intelligence is increasingly influencing employee experience and workplace dynamics. 

According to (Agarwal, 2025) the adoption of AI technologies is reshaping HR management by improving 

decision-making processes and enhancing organizational adaptability. While the implementation of AI 

may create challenges such as job redesign, emerging skill requirements, and ethical concerns, 

organizations can manage these challenges by establishing strong governance structures and specialized 

AI teams. Such measures help improve transparency, clarify employee roles, and strengthen collaboration 

between employees and technology. Similarly, (Umrao, Smita, & Rashi , 2024) explain that AI 

technologies support HR functions by automating routine tasks and enabling data-driven decision-making. 

These technologies also improve employee engagement through personalized feedback systems, 

customized training programs, and predictive analytics that identify employee retention risks. As a result, 

AI can contribute to higher job satisfaction, improved well-being, and stronger organizational 

performance. 

5. Governance & Compliance 

The integration of Artificial Intelligence into Human Resource Management also requires strong 

governance and regulatory compliance. (Jiaxing, 2024) explains that while AI enhances HR functions such 

as recruitment, performance evaluation, and employee engagement, it also introduces ethical and legal 

challenges. These challenges include issues related to bias, discrimination, privacy protection, 

transparency, and the potential impact of automation on employment. The study emphasizes the need for 

organizations to follow legal regulations, including data protection laws and labour policies, to ensure 

responsible AI usage. Supporting this perspective, (Agarwal & Kumar , 2023) highlight that AI systems 

can help organizations improve labour governance by monitoring workforce data and identifying potential 

compliance risks such as wage violations, excessive working hours, and unauthorized data access. AI-

based monitoring tools can also enhance transparency through automated auditing and real-time tracking. 

However, the study stresses that organizations must address concerns related to employee surveillance, 

algorithmic bias, and data privacy by implementing strong governance policies and responsible AI 

frameworks. 

 

 Variables of HR: 

1. Recruitment 

Research highlights that Artificial Intelligence is increasingly influencing recruitment and talent 

acquisition processes. According to (Abraham, Sharma, & Paripoornam, 2025), AI technologies are 

improving the efficiency and effectiveness of hiring practices by automating several stages of the 

recruitment process. Tools such as automated resume screening, candidate-matching systems, and AI 

chatbots assist recruiters in managing large applicant pools while improving communication with potential 

candidates. The study also notes that AI can help reduce unconscious bias and enhance the overall 

candidate experience. Similarly, (Horodyski & P, 2023)explain that the increasing use of AI technologies 

is transforming recruitment practices across different industries. Their research identifies faster response 

time as one of the major advantages of AI-based recruitment systems. However, the study also highlights 

certain limitations, including the inability of AI to fully replicate human judgment, concerns regarding 

system accuracy and reliability, and the fact that some recruitment technologies are still developing. 
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2. Onboarding 

Artificial Intelligence is also contributing to improvements in employee onboarding processes. Research 

by (Kaczmarek & B, 2025) emphasizes that collaboration between human professionals and AI systems 

can significantly improve HR operations. The study suggests that AI can support smoother onboarding 

experiences by helping new employees transition into their roles more efficiently, accelerating workplace 

socialization, and providing personalized onboarding journeys. These improvements can lead to higher 

levels of employee engagement and satisfaction during the early stages of employment. In a similar 

context, (Kylliäinen, 2024) examines the role of HR chatbots in supporting onboarding activities. The 

study explains that chatbots can function as supportive tools that assist employees by answering questions 

and providing guidance during the onboarding process. Rather than replacing human interaction, these AI 

systems act as intelligent assistants capable of delivering context-based responses, thereby improving 

efficiency and supporting collaboration between technology and HR professionals. 

3. Training 

Artificial Intelligence is also transforming employee training and development within organizations. 

According to (Chen & Z, 2023), AI technologies can address various training and managerial challenges 

by integrating intelligent systems into knowledge management, training needs assessment, training 

delivery, and feedback mechanisms. This integration enables organizations to build knowledge-driven 

systems that offer personalized learning experiences for employees. Such systems help improve the quality 

and effectiveness of training programs while supporting continuous skill development. Similarly, (A, S, 

& Jatav , 2024) highlight that employee learning expectations have evolved significantly, particularly 

during and after the COVID-19 period. Their findings indicate that AI-based learning platforms provide 

employees with greater flexibility and personalized learning opportunities. Despite these benefits, the 

study also notes that the adoption of AI in training and development is still in an early phase and has not 

yet reached full implementation across organizations. 

4. Performance Management 

Artificial Intelligence is increasingly influencing performance management systems in modern 

organizations. Research by (Ghoul, 2024) indicates that AI technologies enable continuous monitoring of 

employee performance, real-time feedback, and more objective performance evaluations. AI-driven 

systems use predictive analytics to generate insights that help organizations develop personalized 

development plans and performance improvement strategies. However, the study also raises concerns 

related to data privacy, transparency, and the potential over-reliance on automated decision-making. It 

therefore emphasizes the importance of combining AI-generated insights with human judgment in 

performance evaluations. Supporting this perspective, (Dlamini, 2023) explains that AI has a 

transformative effect on performance management by enabling data-driven evaluation methods and 

continuous tracking of employee outcomes. AI systems analyze real-time data to reduce subjectivity in 

traditional appraisal processes and help identify performance trends, skill gaps, and high-potential 

employees. Nevertheless, the study highlights that ethical implementation and human supervision remain 

essential to ensure fairness, transparency, and trust in AI-based performance management systems. 

5. Employee Engagement 

Studies indicate that Artificial Intelligence is gradually shaping employee engagement practices within 

organizations. (Dutta & Mishra , 2025) explain that AI-based virtual assistants can positively influence 

employee engagement both directly and indirectly by improving employees’ perceptions of fairness in 

organizational processes. Their research also suggests that although employees past performance can 

http://www.ijfmr.com/


 

International Journal for Multidisciplinary Research (IJFMR) 
 

E-ISSN: 2582-2160   ●   Website: www.ijfmr.com       ●   Email: editor@ijfmr.com 

 

IJFMR260587512 Volume 8, Issue 5, September-October 2026 8 

 

affect the relationship between fairness and engagement, the presence of AI-based assistants helps reduce 

this influence and creates a more balanced engagement environment. Similarly, (Priya, Khan, Sharma , & 

Verma , 2024)state that the adoption of AI in Human Resource Management contributes to stronger 

employee engagement through personalized communication, automation of routine HR activities, and the 

use of data-driven insights. AI-enabled tools allow HR professionals to analyze employee information 

more efficiently and develop targeted initiatives to enhance job satisfaction and performance. Furthermore, 

AI platforms support continuous feedback and enable organizations to respond quickly to employee 

concerns, which encourages collaboration and innovation. However, the studies emphasize that ethical use 

of AI and the preservation of human interaction remain essential for maintaining trust and transparency in 

engagement practices. 

 

DATA ANALYSIS & INTERPRETATION 

 Test of Normality: 

In a test of normality, the p-value is used to determine whether the data follows a normal distribution. If 

the p-value is less than 0.05, the null hypothesis is rejected, which indicates that the data does not follow 

a normal distribution. However, if the p-value is greater than 0.05, the null hypothesis is accepted, 

suggesting that the data is normally distributed. Conducting a normality test is important because it helps 

researchers decide whether parametric or non-parametric statistical techniques should be used for further 

data analysis. 

 

 
Kolmogorov-Smirnova Shapiro-Wilk 

Statistic df Sig. Statistic df Sig. 

AI reduced hiring time my 

organization 
.288 45 .000 .766 45 .000 

Personalized learning 

increased training 

participation 

.268 45 .000 .804 45 .000 

AI made performance 

evaluations fair in my 

organization 

.269 45 .000 .795 45 .000 

AI filters reject candidates 

in my organization 
.217 45 .000 .838 45 .000 

Employees resist AI tools in 

my organization 
.307 45 .000 .818 45 .000 

AI adoption cost and 

expertise challenges in my 

organization 

.267 45 .000 .839 45 .000 

Table No. 1 

Test of Normality 
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AI may cause HR job 

displacement in my 

organization 

.300 45 .000 .766 45 .000 

Training policies and 

safeguards increase AI trust 

in my organization 

.288 45 .000 .766 45 .000 

AI will transform HR into 

strategic technology in 5 

years 

.365 45 .000 .732 45 .000 

 

Interpretation: 

In this study, the Shapiro–Wilk test was applied to examine the distribution of all relevant variables, 

including the responses collected through Likert-scale questions. The results revealed that the p-value for 

each variable was below 0.05. This outcome indicates that the null hypothesis must be rejected and the 

data does not follow a normal distribution. Since the assumption of normality is not satisfied, the use of 

parametric tests would not be appropriate. Therefore, non-parametric statistical methods, such as the 

Kruskal–Wallis H test, are used to analyze differences between groups because these methods do not 

require the data to follow a normal distribution. 

 

 Hypothesis: 

H0₁: There is no significant difference among industries in employees’ perceptions that AI has reduced 

hiring time. 

H0₂: There is no significant difference among industries in employees’ perceptions that personalized 

learning has increased training participation. 

H0₃: There is no significant difference among industries in employees’ perceptions that AI has made 

performance evaluations fair. 

H0₄: There is no significant difference in employees’ perceptions of AI resume filters rejecting strong 

candidates across different industries. 

H0₅: There is no significant difference in employees’ perceptions of resistance to AI tools due to privacy 

and trust concerns across industries. 

H0₆: There is no significant difference in employees’ perceptions regarding high costs, skill gaps, and 

integration issues hindering AI adoption across industries. 

H0₇: There is no significant difference in employees’ perceptions regarding AI causing job displacement 

in HR functions across industries. 

H0₈: There is no significant difference in employees’ perceptions regarding organizational efforts to 

ensure trust in AI (through training, policies, and safeguards) across different industries. 

H0₉: There is no significant difference in employees’ perceptions regarding AI making HR functions more 

strategic and technology-driven across different industries. 

 Kruskal-Wallis Test: 

The Kruskal–Wallis H test was used to examine whether employees in the IT, Chemical, and Retail 

industries differ in their perceptions of Artificial Intelligence in HR functions. Responses were collected 

using a five-point Likert scale ranging from Strongly Agree to Strongly Disagree. Since the data was not 
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normally distributed, a non-parametric approach was appropriate. Hypotheses H0₁ to H0₉ assessed views 

on AI’s role in hiring efficiency, training participation, fairness in evaluations, resume filtering risks, 

privacy concerns, adoption challenges, job displacement, trust-building efforts, and HR’s strategic shift. 

Overall, the test helps determine whether industry influences employees’ perceptions of AI in HR 

practices. 

 

Table No. 2 

(Non-Parametric) Kruskal Wallis Test 

Hypothesis Level Of Agreement 
Chi-

Square 
df 

Asymp. 

Sig. 
Result 

H0₁ 
AI reduced hiring time 

in organization 
7.343 2 0.025 Rejected 

H0₂ 

Personalized learning 

increased training 

participation. 

2.929 2 0.231 Accepted 

H0₃ 

AI made performance 

evaluations fair in my 

organization. 

3.661 2 0.16 Accepted 

H0₄ 

AI resume filters 

sometimes reject strong 

candidates. 

22.393 2 0.000 Rejected 

H0₅ 

Employees often resist 

AI tools due to privacy 

and trust concerns. 

1.389 2 0.499 Accepted 

H0₆ 

High costs, skill gaps, 

and integration issues 

hinder AI adoption. 

5.074 2 0.079 Accepted 

H0₇ 

AI adoption could lead 

to job displacement in 

HR functions. 

8.71 2 0.013 Rejected 

H0₈ 

Organization ensures 

training, policies, 

safeguards for AI trust. 

1.911 2 0.385 Accepted 

H0₉ 

AI will make HR more 

strategic and tech-

driven. 

1.186 2 0.553 Accepted 

Interpretation: 

Based on the results of the Kruskal–Wallis H test, the study examines whether employees from the IT, 

Chemical, and Retail industries differ in their views regarding the influence of Artificial Intelligence on 

various Human Resource Management practices. The findings show that for H0₁, the p-value of 0.025 is 

below 0.05, leading to rejection of the null hypothesis, which means employees from different industries 

do not share the same perception about AI reducing hiring time. For H0₂ (p = 0.231) and H0₃ (p = 0.160), 
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the null hypotheses are accepted, indicating that employees across industries generally agree that 

personalized learning improves training participation and that AI contributes to fair performance 

evaluations. In H0₄, the p-value of 0.000 results in rejection of the null hypothesis, suggesting that 

perceptions differ across industries regarding AI resume filters rejecting strong candidates. For H0₅ (p = 

0.499) and H0₆ (p = 0.079), the null hypotheses are accepted, showing similar perceptions across industries 

regarding resistance to AI due to privacy and trust issues, as well as barriers like cost, skill gaps, and 

integration challenges. H0₇ is rejected with a p-value of 0.013, indicating that concerns about job 

displacement in HR functions vary among industries. Lastly, H0₈ (p = 0.385) and H0₉ (p = 0.553) are 

accepted, meaning employees across industries share similar views regarding organizational efforts to 

build trust in AI and the belief that AI will make HR more strategic and technology-oriented. 

 Integrated Primary Implementation: Transformative Impact of Artificial Intelligence on HR 

Practices across IT, E-Commerce & Retail, and Chemical Industries 

This integrated case study explores how HR professionals across the IT, E-commerce & Retail, and 

Chemical industries are responding to the growing influence of Artificial Intelligence (AI) in HR practices. 

The findings show that AI is no longer experimental but is now deeply embedded in core HR functions 

across all three sectors. Organizations are actively using AI in recruitment, onboarding, learning and 

development, performance management, and employee engagement, reflecting a clear shift toward more 

strategic, technology-driven HR systems. 

In recruitment, tools like HireVue and LinkedIn Talent Insights enable automated screening and predictive 

hiring, reducing hiring time and improving candidate quality. Onboarding has become more efficient 

through AI chatbots and digital workflows, ensuring smoother employee integration. AI also supports 

personalized training through data-driven learning platforms, while performance analytics enhance 

fairness and decision-making. 

Despite these benefits, challenges such as high costs, system integration issues, and data privacy concerns 

remain. However, resistance is moderate, as AI is largely seen as a tool that supports rather than replaces 

HR professionals. 

Points of Differentiation 

Although AI integration is common across industries, distinct priorities shape its implementation: 

 IT Industry: Demonstrates high integration with a strong focus on analytics-driven and strategic HR 

transformation. AI is embedded deeply across functions to enhance innovation and data-based 

workforce planning. 

 E-Commerce & Retail: Emphasizes volume-focused adoption, prioritizing speed, scalability, and 

operational efficiency, particularly in recruitment and onboarding. 

 Chemical Industry: Reflects cautious adoption, concentrating on compliance, safety, competency 

mapping, and technical precision rather than rapid automation. 

Overall, the case study illustrates that AI is transforming HR into a more efficient, analytical, and 

strategically aligned function, with industry-specific priorities influencing the depth and pace of 

implementation. 

 

RESEARCH FINDINGS 

Findings from Secondary Data 

The review of secondary data, including the research model and existing literature, shows that Artificial 

Intelligence (AI) and Human Resource Management (HRM) operate as two separate but mutually 
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supportive elements influencing modern HR practices. AI mainly strengthens HR activities by improving 

efficiency, governance, and compliance through automation and analytical tools. Technologies such as 

automated recruitment systems, performance monitoring tools, and digital learning platforms help 

simplify routine HR tasks and support data-based decision making. Meanwhile, HR departments continue 

to handle essential people-oriented responsibilities such as recruitment, onboarding, training, performance 

management, and employee engagement. Previous studies also indicate that AI assists organizations in 

identifying employee skills, detecting skill gaps, and planning future talent requirements, which helps in 

designing personalized development programs. However, the literature emphasizes that the effective use 

of AI depends on proper ethical guidelines, transparency, and continuous human supervision to prevent 

bias and ensure fairness. Overall, when AI capabilities are combined with HR expertise, organizations can 

achieve improved decision-making, efficient resource utilization, better employee experiences, and 

stronger organizational outcomes. 

Findings from Primary Data 

The analysis shows that AI is gradually transforming key HR functions such as recruitment, training, 

performance evaluation, payroll, and employee engagement. It improves speed, accuracy, and consistency, 

enabling a shift toward more data-driven HR practices. However, AI cannot replace human judgment, as 

HR professionals remain essential for managing relationships and ethical concerns. Successful adoption 

depends on organizational readiness, including infrastructure, resources, leadership, and skills. Employee 

resistance, along with concerns about privacy, transparency, and bias, highlights the need for proper 

training, change management, and responsible AI use. 

 

CONCLUSION 

This study examines how Artificial Intelligence (AI) is influencing Human Resource Management by 

integrating insights from secondary literature, the proposed research model, and primary data collected 

from respondents. The findings indicate that AI and HR operate as independent but complementary 

elements in modern organizations. AI mainly supports HR activities by improving efficiency, accuracy, 

and consistency, while HR continues to provide human judgment, ethical guidance, and strategic direction. 

The results show that AI has affected important HR functions such as recruitment, training, performance 

management, payroll, and employee engagement. Through automation and data-based tools, AI reduces 

routine administrative work and supports better decision-making. However, the study also highlights that 

human involvement remains essential, particularly in areas related to employee relationships, ethical 

considerations, and change management. 

Furthermore, successful AI adoption depends on organizational readiness, including leadership support, 

technological infrastructure, and employee skills. The study concludes that combining AI capabilities with 

human-centered HR practices can improve employee experience, strengthen compliance, and help 

organizations build a more adaptable and future-ready workforce. 
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