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Abstract 

In order to effectively manage personnel in both domestic and international organisations, businesses are 

incorporating "artificial intelligence (AI) and other AI-based tools into their human resource 

management (HRM) practices". Over the past decade, the HRM function has experienced a significant 

increase in the number of AI-based applications. This has resulted in a new wave of research that is both 

exciting and innovative. The research investigates the social presence of AI and robotics, the influence 

of AI adoption on corporate and individual outcomes and the evaluation of HRM practices that are 

facilitated by AI. In this article review the various literature’s study on opportunities and challenges in 

human resource management by using artificial intelligence. This review conclude that AI revolutionizes 

HRM by automating tasks like resume screening, candidate sourcing, scheduling and data entry, 

allowing HR professionals to focus on strategic roles. Chatbots driven by AI improve employee 

assistance and tailored learning pathways suggest training according to career objectives and skill sets. 

To guarantee the ethical application of AI in HRM, organisations must address transparency, bias and 

regulatory compliance. While aligning AI with company values, HR professionals are instrumental in 

ensuring impartiality, data privacy and security. AI requires HR teams to develop new skills and 

organizations must provide proper training. While AI automates tasks, human interaction remains 

essential for employee relations and conflict resolution. 

Keywords: Human intelligence, Artificial intelligence (AI), Human resource management (HRM), Return on 
investment (ROI), HR departments, ChatGPT, AI tools, etc. 
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1 Introduction 

Adoption of technologies such as AI is causing a substantial transformation in the area of "human 

resource management (HRM)". A subfield of computer science called artificial intelligence (AI) has the 

potential to drastically alter HRM practices by allowing computers to do tasks that have traditionally 

needed human intellect [1]. AI can automate repetitive operations, enhance decision-making and provide 

insightful data. With a focus on its importance, benefits and implications, this introduction provides a 

broad overview of AI's role in HRM. Historically, "human resource management (HRM)" has included 

a wide range of activities, such as employee engagement, performance assessment, training and 

recruiting [2]. These processes often include extensive data analysis, arbitrary judgment decision and 

drawn-out administrative duties. But as AI has advanced, HR managers now have more chances to 

expedite these processes and reach data-driven decisions. Thanks to artificial intelligence (AI) 

technology including "machine learning algorithms, natural language processing and predictive 

analytics" [3], HRM professionals can now automate repetitive tasks, sort through enormous amounts of 

data and draw insightful conclusions. Applications may be screened and chosen with the use of AI-

powered tools that, for example, evaluate resumes, do video interviews and assess job fit [4]. In addition 

to saving time and money and reducing prejudice, this improves the quality of hiring decisions. AI may 

also promote staff development and engagement by providing performance evaluations, feedback and 

personalized learning recommendations. In order to enhance the overall employee experience, workers 

may get prompt support and answers to HR-related inquiries from intelligent chatbots and virtual 

assistants [5], [6] 

A. Artificial intelligence 

Computational systems' capacity to execute tasks that are customarily associated with human intellect, 

including reasoning, learning, problem-solving, perception and decision-making, is referred to as 

artificial intelligence (AI). Computer science research in this area focuses on the development and study 

of software and methods that allow machines to perceive their surroundings and utilize intelligence and 

learning to take actions that optimize their odds of achieving specific objectives. Artificial intelligence 

(AI) may refer to these types of devices [7]. 

B. Human Resources Management 

"Human resource management, or HRM", is the process of recruiting, employing, deploying and 

overseeing staff. HRM is often abbreviated as human resources (HR). The development, implementation 

and oversight of policies that govern workers and the organization's interactions with them are often the 

responsibility of human resources (HR) departments [8]. Originally used to describe the whole staff of 

the corporation in the early 1900s, the term "human resources" gained popularity in the 1960s. The 

administration of personnel with an emphasis on the workers as corporate assets is known as human 

resource management. In this context, employees are sometimes referred to as human capital. Like other 

business assets, the goal is to use people efficiently in order to maximise return on investment (ROI) and 

minimise risk [9]. 
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C. AI Adoption and Integration in HRM  

The use of "artificial intelligence (AI)" technologies in human resource management (HRM) has grown 

in recent years. In an effort to enhance decision-making and streamline HR operations, organizations are 

employing AI-powered tools and systems [10]. A few of the HR operations that utilize AI are 

"recruitment, employee engagement, performance management and development and learning". In the 

realm of recruiting, artificial intelligence is revolutionizing the screening and selection of applicants. 

Artificial intelligence systems may evaluate resumes, conduct video interviews and assess individuals' 

capabilities in order to promptly identify the most qualified candidates [11]. Not only does this reduce 

the prejudices that are inherent in traditional employment practices, but it also saves time and money. 

By providing personalized experiences, AI is also revolutionizing efforts to enhance employee 

engagement [12]. Chatbots and virtual assistants that are propelled by artificial intelligence have the 

potential to engage in conversations with employees, respond to their inquiries and offer relevant counsel 

and support. Organizations may utilize AI-based sentiment analysis tools to evaluate employee emotions 

and proactively resolve issues in order to foster a positive work environment [13]. Yet another domain 

in which AI is making substantial strides is performance management. AI algorithms can also identify 

trends and patterns and offer valuable insights by analyzing data regarding employee performance. The 

utilization of intelligent performance management tools to establish performance objectives, monitor 

progress and provide timely feedback may all contribute to improved performance outcomes [14]. 

Furthermore, AI is enhancing the learning and development programs of organizations. AI-powered 

learning systems may incorporate the preferences, skill deficits and requirements of individual 

employees when customizing training materials. Machine learning algorithms may track an employee's 

advancement and offer tailored recommendations for ongoing training and development [6]. 

D. Functions of Human resource management 

• Staffing: the hiring and choosing of staff members via networking, applications and interviews. 

There are two key components to staffing. Utilizing tools like the media, the first goal is to draw 

in skilled candidates that fit the organization's objectives; the second is to oversee the hiring 

resources. Hiring resources may be used by managers to test various tactics. 

• Training and Development: It entails an ongoing process of educating and molding capable 

and flexible workers. Here, it is believed that maintaining high staff productivity requires 

incentive. This includes employee benefits, performance evaluations and prizes. The best 

workers are encouraged to be brought forward by employee perks, evaluations and prizes. 

• Maintenance: includes maintaining the commitment and loyalty of the employees to the 

organization. Management for employee retention entails the implementation of strategic 

measures to maintain the motivation and focus of employees, thereby ensuring that they remain 

employed and completely productive for the organization's benefit. A number of organizations 

expand internationally and establish more diverse teams. HR departments are in charge of 

making sure these teams are operating effectively and that people can communicate across 

national boundaries and cultural differences. In addition, the discipline is frequently involved in 

the acquisition or merger process, particularly for expatriates and it may also engage in mobility 
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management. The HR function is typically perceived as a support function that assists the 

business in minimizing costs and reducing risk. 

2 Literature Review 

(Budhwar et al., 2023) [8] With its use of generative artificial intelligence (AI) models, ChatGPT and its 

variations have quickly gained attention in scholarly and media discourse on the possible benefits and 

drawbacks of these technologies in a number of domains, including as "the economy, democracy, society 

and environment". After ChatGPT was introduced, the AI industry saw the emergence of increasingly 

sophisticated and powerful generative AI tools, which exacerbated the "AI arms race." This has resulted 

in increasing uncertainty for workers, the expansion of their business applications and the heightened 

risks associated with “well-being, bias, misinformation, context insensitivity, privacy issues, ethical 

dilemmas and security”. By doing this, the conversation contributes to the development of HRM research 

by synthesising research on "AI and generative AI" and connecting it to a range of HRM procedures, 

practices, connections and results. 

(Dima et al., 2024) [15] In order to ascertain the influence of "artificial intelligence (AI) on human 

resource (HR)" activities, this investigation will analyse the current academic literature. The analysis 

will focus on the roles of employees, line managers and HR professionals, collectively known as the HR 

triad, by identifying both opportunities and associated challenges. This research contributes to the 

ongoing discussion on AI-augmented HRM by examining the theoretical perspectives and managerial 

implications of our findings, as well as opening up new avenues for future research. This scoping review 

illuminates the impact of AI on the HR triad's roles by examining the most recent studies on the subject, 

thereby allowing these primary stakeholders to more effectively prepare for this technological 

transformation. This is particularly relevant on account of the growing incorporation of AI into HRM 

operations. 

(Vivek Singh Sachan et al., 2024) [16] The integration of AI into HRM presents a variety of challenges, 

despite the potential benefits. Additionally, the potential for disregarding the complexities of human 

behavior and emotions by relying on AI for decision-making could undermine trust and morale in the 

workplace. Ethical considerations are necessary when employing AI in HRM. In order to maintain equity 

and diversity, HR professionals must monitor AI systems for discrimination and make necessary 

adjustments. Strong data protection processes and GDPR compliance are essential for safeguarding 

employee data privacy. In general, the integration of AI into HRM has the potential to enhance 

organizational success and talent management. Obstacles and ethical concerns must be resolved in order 

to responsibly leverage its potential. HR professionals may enhance decision-making, diversity and 

sustainability by advocating for the ethical use of AI. 

(Kaur & Gandolfi, 2023) [17] By incorporating Artificial Intelligence into Human Resource 

Management, organizations can capitalize on their strategic advantage in talent, which is a critical 

differentiator. The Human Resources function is now more than ever regarded as a trusted advisor, 

assisting organizations in navigating the transformational phase induced by disruptive technologies. This 
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research offers a comprehensive understanding of the role of the Human Resources function as a strategic 

partner in the deployment of AI-related technological advancements. This evolution has contributed to 

the development of organizational capabilities and the enhancement of competitiveness, resulting in the 

creation of organizations that are successful in the market. It also examines the obstacles encountered in 

“Human Resource Management” as a result of the implementation of Artificial Intelligence. Future 

directions of prospective research in this discipline are discussed. 

(Balakrishnan et al., 2023) [6] This survey article examines the current state, problems and future uses 

of AI in HRM. AI integration into HRM presents challenges that must be overcome. This poll discusses 

AI decision-making's ethical and legal implications, including bias, privacy and transparency. New AI 

HRM applications include sentiment analysis, predictive analytics, intelligent decision assistance and 

tailored employee experiences. The report emphasizes the need of data infrastructure, governance 

frameworks and a data-driven culture to fully fulfill AI's HRM potential. The current condition, 

challenges and opportunities for AI in HRM are thoroughly examined in this survey research. It 

summarizes existing research, highlights research gaps and provides practitioners and researchers fresh 

insights into how AI will transform HRM. 

(Budhwar et al., 2022) [18] The way that work is organized in both domestic and foreign companies has 

changed as a consequence of the use of these technologies, highlighting potential for decision-making, 

problem-solving and resource utilization by both individuals and corporations. We present a systematic 

review on the theme of this special issue and offer a nuanced understanding of the current state of 

knowledge, future research directions and what is yet to be known. This enables us to establish a future 

research plan for international HRM that caters to these interrelated issues—the dispersed nature of 

research and the insufficient quantity of existing literature. Our conceptual framework offers a consistent 

platform for future research and integrates research on artificial intelligence in HRM. Additionally, we 

formulate a series of testable hypotheses that guide future investigations. 

(Soni & Raju, 2022) [9] In order to enhance their performance and distinguish themselves from their 

competitors, organizations must endeavor to implement innovative HR practices. HR is not only 

presented with an opportunity, but also with a necessity to adapt and implement. Currently, HR 

professionals are focusing on the optimization of the combination of human and automated work in order 

to create a work environment that is both simple and intuitive. It affords them sufficient time to 

accomplish the improved employee performance. In order to stay ahead with "AI and advanced 

machines", the genuine challenge is for the respective human resources division to develop and re-

transform its staff to understand AI and work together with AI and robotics. 

(Verma & Bandi, 2020) [19] Technology that enables machines to reason, comprehend and complete 

tasks that were previously performed by humans is known as Artificial Intelligence. The field of artificial 

intelligence has experienced an exponential increase in the past decade. Information technology (IT) 

organizations are utilizing artificial intelligence to facilitate the development of rapid and effective 

decisions. As much as any other field, this is applicable to human resources. Artificial intelligence 

software has been implemented by HR recruiters to expedite the recruitment process and enhance the 



Emerging Trends in Commerce and Management: A Multi-Disciplinary Approach 

(VOLUME-1) 

26 

 

overall efficacy of the recruitment and selection process. Artificial intelligence technologies offer 

significant opportunities to enhance human resource functions. The authenticity and extent of artificial 

intelligence in human resources are further elaborated upon in this paper. 

3 Objectives Of the Study 

i. To explore the integration and application of Artificial Intelligence (AI) in Human Resource 

Management (HRM).  

ii. To identify the key opportunities offered by AI technologies in transforming HR functions. 

iii. To examine the major challenges and ethical concerns associated with AI adoption in HR 

practices. 

iv. To assess how AI influences HR professionals, employees and organizational outcomes. 

4 Research Methodology 

The main objective of the present study is to analyze the perception of HR professionals regarding the 

integration and impact of Artificial Intelligence (AI) in Human Resource Management (HRM) practices 

across different sectors in India. The present study is both analytical and empirical, based primarily on 

primary data collected through structured questionnaires. The research investigates the perceptions, 

experiences and insights of HR professionals who are directly involved with or affected by the 

implementation of AI technologies in HR functions. 

a. Sample size and area 

The study is based on the opinion of 50 HR professionals, selected using purposive sampling. The 

respondents represent a diverse mix of industries, including IT, education, manufacturing, healthcare, 

banking and financial services. The selection was limited to those professionals with direct experience 

in or exposure to AI applications in HR processes such as recruitment, performance management, 

employee engagement and learning & development. 

b. Data collection 

Primary Data: The core database of the study comprises responses collected through a structured 

questionnaire, designed to capture the perception of HR professionals on the opportunities and 

challenges of AI in HRM. The data collection was supplemented by telephonic/online interviews and 

informal discussions with selected respondents for deeper insights and clarity. 

Secondary Data: To supplement the primary findings, the study also utilizes secondary sources such as: 

Research articles, reference books, HRM journals, Government publications and reports on technology 

adoption and AI in workforce development. 

c. Analytical tools used 

Data collected through questionnaires were compiled and processed using MS Excel. The following 

statistical tools and methods were used: descriptive statistics (percentages, frequency distribution), cross-
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tabulation, charts and graphs (bar charts, pie charts) and interpretive analysis based on patterns in 

qualitative responses. 

5 Results And Discussion 

To understand the extent of integration and practical application of Artificial Intelligence in Human 

Resource Management (HRM), primary data was collected from 50 HR managers and executives across 

different sectors. The survey focused on areas of AI application, integration levels and challenges faced 

during implementation. 

Table 1: Level of AI Integration in HR Departments 

Level of AI Integration Number of Respondents Percentage (%) 

Fully Integrated 10 20% 

Partially Integrated 22 44% 

Planning Stage 12 24% 

No Integration 6 12% 

Total 50 100% 

Source: Primary data   

A majority of HR departments (64%) have either fully or partially integrated AI technologies, indicating 

a positive trend toward digital transformation in HRM. 

 

The above pie chart shows the distribution of AI integration levels across HR departments. 
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Table 2: Application Areas of AI in HRM (Multiple Responses Allowed) 

Application Area No. of Responses 
Percentage of 

Respondents (%) 

Talent Acquisition (e.g., resume screening) 40 80% 

Employee Onboarding 30 60% 

Predictive Analytics (e.g., attrition) 28 56% 

Training and Development 25 50% 

Employee Engagement & Feedback 21 42% 

Performance Appraisal 18 36% 

Source: Primary data   

Talent acquisition is the most common area where AI is applied (80%), followed by onboarding and 

predictive analytics, reflecting AI’s role in both operational and strategic HR functions. 

 

The above bar chart highlights the percentage of respondents using AI in various HR functions like talent 

acquisition and training 

Table 3: Challenges in Integrating AI into HRM 

Challenge 
Strongly 

Agree 
Agree Neutral Disagree 

Strongly 

Disagree 

Lack of Technical Expertise 22 15 6 5 2 

High Cost of Implementation 18 16 7 6 3 
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Resistance to Change Among 

Staff 

15 17 10 6 2 

Data Privacy and Ethical 

Concerns 

20 14 9 5 2 

Source: Primary data   

The biggest challenge identified is a lack of technical expertise, with 74% agreeing or strongly agreeing. 

Cost, change resistance and data privacy are also significant barriers to AI integration in HR. 

 

The stacked bar chart illustrates the challenges HR professionals face in integrating AI, categorized by 

level of agreement. 

To achieve the objective of identifying the key opportunities offered by AI technologies in transforming 

HR functions, a structured questionnaire was administered to 50 HR professionals from various sectors 

including IT, Manufacturing, Healthcare, Education and Finance. The data was analyzed to understand 

perceptions regarding AI implementation in HR, the specific functions it impacts and the benefits 

perceived by professionals. 

Table 4: Awareness and Adoption of AI in HR Functions 

Response Category Number of Respondents Percentage (%) 

Aware and Actively Using AI 20 40% 

Aware but Not Yet Using AI 18 36% 

Not Aware of AI in HR 12 24% 

Total 50 100% 

Source: Primary data   
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A significant portion (76%) of HR professionals are aware of AI in HR, with 40% already implementing 

AI tools. This reflects a growing trend towards AI adoption in the HR domain. 

Table 5: HR Functions Benefiting from AI (Multiple Responses Allowed) 

HR Function 
No. of Responses 

(n=50) 

Percentage of Respondents 

(%) 

Recruitment and Selection 42 84% 

Employee Onboarding 30 60% 

Performance Management 28 56% 

Employee Engagement & 

Communication 

25 50% 

Learning & Development 22 44% 

Payroll and Benefits Administration 18 36% 

Source: Primary data   

Recruitment and selection is identified as the most positively impacted function by AI (84%), followed 

by onboarding and performance management. These results indicate that AI is particularly useful in 

streamlining and automating talent acquisition processes. 

Table 6: Perceived Opportunities of AI in HR 

Opportunity 
Strongly 

Agree 
Agree Neutral Disagree 

Strongly 

Disagree 

AI improves decision-making in hiring 30 12 5 2 1 

AI enhances employee experience 22 18 6 3 1 

AI reduces HR operational costs 25 16 5 3 1 

AI enables personalized training 20 18 7 3 2 

Source: Primary data   

A majority of respondents strongly agree or agree that AI offers tangible opportunities in hiring 

decisions, employee experience, cost reduction and personalized training. This supports the argument 

that AI is not only a tool for automation but also for strategic HR transformation. 

The survey focused on identifying key challenges and ethical issues faced during AI integration. 

Table 7: Distribution of Respondents by Experience with AI in HR 

Experience with AI in HR (years) Number of Respondents Percentage (%) 

Less than 1 year 15 30% 

1 to 3 years 20 40% 
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More than 3 years 15 30% 

Total 50 100% 

Source: Primary data   

Most respondents have 1 to 3 years of experience working with AI in HR, indicating moderate exposure 

to AI challenges. 

Table 8: Major Challenges Faced in AI Adoption in HR 

Challenge Number of Respondents Identifying Percentage (%) 

Data privacy and security concerns 38 76% 

Lack of skilled personnel 30 60% 

High implementation costs 25 50% 

Resistance to change by employees 28 56% 

Integration with existing systems 20 40% 

Source: Primary data   

Data privacy and security is the top challenge faced by HR professionals, followed by skill shortages 

and resistance to change. 

 

The above chart shows that major challenges faced in AI adoption 
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Table 9: Ethical Concerns in AI Adoption in HR 

Ethical Concern Number of Respondents Identifying Percentage (%) 

Bias and discrimination in AI 42 84% 

Transparency in AI decision-making 35 70% 

Employee consent and autonomy 30 60% 

Accountability for AI errors 28 56% 

Data misuse and confidentiality 33 66% 

Source: Primary data   

Bias and discrimination are the most cited ethical concerns, indicating a critical area for policy and 

practice improvement. 

 

Here the above chart shows that ethical concerns in AI Adoption. 

To assess the influence of Artificial Intelligence (AI) on HR professionals, employees and overall 

organizational outcomes, responses were gathered from 50 individuals. The survey focused on AI’s 

impact on workload, job satisfaction, efficiency and decision-making. 
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Table 10: Perceived Impact of AI on HR Professionals 

Impact Area Positive Impact (%) No Impact (%) Negative Impact (%) 

Reduction in Administrative Work 86% 8% 6% 

Improved Decision-Making 78% 14% 8% 

Skill Enhancement Requirement 64% 22% 14% 

Job Displacement Concern 30% 36% 34% 

Source: Primary data   

AI positively impacts HR professionals by reducing routine tasks and aiding decision-making. However, 

there are concerns regarding the need for new skill acquisition and possible job displacement. 

Table 11: Influence of AI on Employees’ Work Experience 

Statement Strongly 

Agree 

Agree Neutral Disagree Strongly 

Disagree 

AI simplifies daily work tasks 20 18 7 4 1 

AI-driven tools enhance employee 

satisfaction 

18 20 6 4 2 

AI leads to lack of human touch in 

communication 

15 17 10 6 2 

AI increases surveillance and reduces 

autonomy 

12 14 10 10 4 

Source: Primary data   

Most employees perceive AI as improving work efficiency and satisfaction, though there are notable 

concerns about reduced human interaction and increased digital monitoring. 

Table 12: Organizational Outcomes Attributed to AI Implementation 

Outcome Area Improved (%) No Change (%) Worsened (%) 

Recruitment Effectiveness 82% 12% 6% 

Productivity 76% 18% 6% 

Employee Retention 60% 26% 14% 

Decision-Making Speed 80% 16% 4% 

Source: Primary data   
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AI integration has significantly contributed to better recruitment, productivity and faster decision-

making in organizations. However, its impact on retention is moderate, possibly due to adaptation issues 

or cultural concerns. 

The survey indicates a growing awareness and use of AI in HR functions, especially in administrative 

areas. However, ethical concerns such as privacy, bias and job displacement are widespread. 

Respondents strongly advocate for ethical guidelines, human-AI collaboration and continuous 

monitoring to ensure the responsible and effective use of AI in HRM. 

6 Conclusion 

AI revolutionizes HRM by automating tasks like resume screening, candidate sourcing, scheduling and 

data entry, allowing HR professionals to focus on strategic roles. Employee assistance is improved by 

AI-powered chatbots and personalised learning paths suggest training that aligns with career objectives 

and skills. Ethical concerns such as bias, privacy and transparency must be addressed for responsible AI 

adoption. Regular assessment of AI applications, monitoring key metrics and gathering feedback help 

optimize its impact. In the end, both the workforce and the company will benefit from the responsible 

use of AI, which can expedite "HR processes, improve decision-making and enhance employee 

experiences". To guarantee the ethical application of AI in HRM, organisations must address 

transparency, bias and regulatory compliance. During the alignment of AI with company values, HR 

professionals are instrumental in ensuring that "impartiality, data privacy and security are maintained". 

AI requires HR teams to develop new skills and organizations must provide proper training. While AI 

automates tasks, human interaction remains essential for employee relations and conflict resolution. 

Reliable AI systems depend on high-quality data, requiring continuous monitoring. Additionally, AI 

adoption demands significant investment, posing challenges for smaller organizations with limited 

resources. Balancing technology with human oversight is crucial for effective AI integration. 
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