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ABSTRACT 
The link between Artificial Intelligence (AI) and Human Resource Management (HRM) represents one 
of the most significant advances in workplaces today. It is altering how organizations attract, develop, 
and retain their employees. This research examines the intersections of AI technologies and HR practices 
using three key areas: recruitment, training, and strategic talent management. As organizations shift 
from traditional analog to digital workplaces, AI becomes an essential tool to leverage more efficient 
HR functions, improve decision making, and develop data driven strategies that align workforce 
development with long term organizational goals. In recruitment, AI powered tools utilizing 
advancements in machine learning, natural language processing, and predictive analytics provide 
organizations with a more efficient way to source and screen applicants. For training and development, 
AI based adaptive learning systems have the capabilities to provide individualized learning paths 
according to each employee’s abilities, pace, and needs. AI aided learning improves learner engagement 
and retention of knowledge. HR departments can monitor progress with predictive assessments and the 
analysis of performance data. The research outlines AI's role in assisting organizations with talent 
management; identifying high potentials, succession planning for future leaders, and predicting 
workforce mobility. Information or advanced analytics can help organizations uncover evidence of 
internal strengths, apply to strategic goals to strengthen internal capabilities, and ultimately increase 
agility and innovation as a sustainable competitive advantage. However, benefits can also include issues 
such as data privacy, algorithmic bias, unethical uses of AI, and the redundancy of previous HR 
functional areas and replacement of people. A way to resolve all this is to have proper governance 
established, develop equitable ethical values and practices, and encouraging and investing in employee 
up skilling trainings and education. A mixed method literature review and interviews with HR 
practitioners and AI professionals were undertaken in order to inform the research to gather information 
on how AI works in HR practical application. The findings of this study suggest that engaging AI in 
HR is more than about implementation or application of technology or AI reporting tool, it is about 
facilitating organizational change in proactive manner. Organizations which engage with AI 
responsibly and with transparency engage in the development of sustainable competitive advantage by 
forming more equitable workforces that believe in innovation and better prepared for the future of work. 
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INTRODUCTION 
The rapid development of Artificial Intelligence 
(AI) has transformed nearly all aspects of the global 
economy and that of Human Resource 
Management (HRM). In a climate where the 
majority of organizational decisions are data-
informed or data driven, organizations are 
working under a state of infinite pressure to 
demonstrate improvement, innovation, and 
competitiveness. AI has cemented its position as 
the key enabler for HRM to be more efficient, 
effective, and innovative. HR can now make 
speedy and reliable decisions based on data, rather 
than some simplistic way relying on gut or past 
experience. AI is enabling HR to perform its 
functions more quickly and effectively while 
allowing a focus on the long-term business 
objectives as well. (Binns, 2018)  
In one example, for Learning and Development 
functions, AI-powered learning platforms 
integrate learning components that automatically 
adjust to the learning needs and style of each 
employee when they are used in development 
programs. In talent management, AI can facilitate 
better decision-making when it comes to employee 
performance, engagement, and retention. When 
predictive analysis is also applied, HR can identify 
high potential employees, find the earliest 
indicators of a disengaged employee, and take 
action to reduce turnover. (Brynjolfsson, 2017) 
Still, the use of AI raises some issues of its own 
because there are larger issues around data privacy, 
algorithmic bias, and the possibilities for ethical 
decision making. A second, larger problem, 
however, is technological displacement, as 
automation may reduce the need for some 
traditional HR functions while at the same time 
increasing demand for more digital roles. 
Introducing AI as a technology, is not just the best 
practice for AI in the HR practice. (Chung, 2018) 
This research examines AI and HRM with 
attention to three streams of the relevant literature 
that look at AI in relation to HRM: recruitment, 
training, and strategic talent management. It is not 
the aim of the artwork of AI to lessen any 
uncertainty or tension HR professionals may be 

experiencing in relation to their workplaces, but 
rather, to examine opportunity and constraint 
relative to AI for HR organization. The research is 
framed around supporting organizations HR 
professionals and policy makers to re-think about 
AI as a complex presence and role of AI as a 
presence and role of AI in the future worlds of 
work, and more importantly, how to do that 
responsibly and ethically with fairness, equity, 
transparency, and human value in the foreground. 
 
Background 
The integration of AI and HRM has become, in 
different forms, one of the largest forces shaping 
the future of work in the past few years. 
Traditionally, HR professionals drew heavily on 
human intuition, personal experiences, and 
repetitive administrative tasks to manage the 
hiring, on boarding, training, and evaluation of 
employees. Today, this is changing more rapidly, 
and AI is being applied to streamline these 
experiences, producing faster, smarter, and more 
personalized solutions to manage human talent. 
(Dastin, 2018) 
Nevertheless, the quick and rapid pace of 
development in the digital technology world has 
increased the application of AI powered HR tools 
to support organizations by increasing efficiency, 
accuracy, and strategic awareness in organizational 
decision making. Human Resource Management 
practitioners see the opportunity AI presents to 
better facilitate and enhance workforce operations 
and people management. This change marked a 
migration to a data centric mindset and analytical 
approach to conducting Human Resource 
practices with the performance improvement 
moving away from the repetitive manual mindset. 
Human Resource Management is becoming a 
more strategic and valued business partner to an 
organization’s overall success and competitiveness 
to improve organizational performance overall. 
(Davenport, 2018) 
Artificial Intelligence technologies such as 
machine learning, natural language processing, 
predictive analytics and robotic process 
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automation, are increasingly being used to 
enhance Human Resource functions. In the 
recruitment section, AI systems leverage 
experience on large datasets to help predict the 
best candidates for a position based on matching 
resume data against the job description as well as 
predicting employee success and mitigating 
unconscious recruiter bias. AI systems can also be 
utilized to perform repetitive administration tasks 
faster and in a more efficient manner, allowing 
Human Resource to focus their professional time 
on talent strategy, plans and the employee 
experience. AI can also be employed to support the 
candidate experience, with AI chatbots that enable 
real time communication and updates in the 
hiring process, and enhance the overall 
experience. (Gilpin, 2018) 
In the areas of employee training and 
development, AI has revolutionized training 
through adaptive and personalized learning 
experiences. Intelligent learning platforms utilize 
performance data at the individual level to 
prescribe training modules, and employees are 
more likely to be engaged, motivated, and able to 
transfer information learned. Personalized, 
tailored learning was a highlight for the employee 
as it created a skill development experience that 
supported the employee's career goals in alignment 
with the organization's goals and objectives. With 
AI platforms, webinars, virtual simulations and 
gamification enabled learning systems have 
created an immersive learning experience relative 
to skill application development and ongoing 
practical learning. (Irabatti, 2023) 
The integration of artificial intelligence into talent 
management has significantly revolutionized how 
organizations plan for and manage their workforce 
and overall vision for the future. With the 
leveraging of data, and predictive analytics, it is 
now possible for HR professionals to spot high-
potential employees, to predict with a fair amount 
of certainty if an employee is at risk to leave the 
organization, and more importantly, what actions 
to initiate to remediate turnover. AI can inform 
organizations with succession planning by 
recognizing employee strengths, potential career 
paths within the organization based on these 
strengths, while also understanding fit to the 
organizational long-term vision. Organizations 

have fewer barriers in identifying talent gaps inside 
their organization, and in developing strong 
potential future leaders. Data provides business 
the ability to take advantage of an employee's 
strengths and capacity towards a potential 
direction for the organization while providing 
agility and resiliency should unplanned 
events/unexpected consequence occur in the 
business environment. (Jain, 2020) 
To summarize, the studies find themselves 
between human resource management and 
emerging technology. While AI continues to show 
great promise as an innovative tool for HRM 
practice, there needs to be thoughtful and 
deliberative approach to usage, considering 
deliberatively not only potential repercussions, but 
may potential consequences, using AI in a way that 
respects human autonomy, and general ethical 
involvement that take advantage of the full 
potential of the technology.   
 
Problem Statement 
The speedy adoption of Artificial Intelligence (AI) 
in Human Resource Management (HRM) creates 
new possibilities for efficiency, accuracy, and 
organizational strategic alignment. Accompanying 
the implementation of AI are challenges with the 
ethical use of AI, ethical data use, and the 
acceptance of new technology by people. The value 
of AI technology includes the enhancement of 
recruiting by automating recruiting tasks, 
providing personalized training to employees, and 
reducing bias in HR decision making regarding 
talent, however organizations are still met with the 
challenge of combining human judgment with AI 
technology. Generally, the challenge lies in the 
poor and inconsistent application of AI in HRM 
activities. Many organisations seem to focus 
somewhat on leveraging AI systems to perform 
administrative HR management tasks for example, 
resume screening, or chatbot based interactions 
without leveraging AI's strategic potential for the 
benefit of the organisation, such as long term 
development of talent, or talent planning systems. 
The reliance on these algorithmically generated 
outcomes creates serious questions of fairness, 
transparency, and bias, not to mention equity in 
the decision making process. Cambridge, England 
has historically faced severe privacy abuses from 
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algorithmically based HRM systems. The AI based 
HRM system without consideration of the need to 
responsibly manage employee expectations and 
productivity can create biased expectations, violate 
privacy rights, and meaningfully erode trust and 
goodwill between employees and candidates. 
(Kaufman, 2020) 
Another important challenge is the lack of HR 
professionals' knowledge and experience of 
effectively using AI. Many HR professionals still 
do not have the data, or technical knowledge to 
make sense of or use the insights provided by AI, 
and therefore do not see the advantages. Due to 
this, AI has still been relegated to performing only 
the simplest day-to-day work tasks rather than 
being a useful driver of innovation and growth. 
(Kothari, 2004) 
Thus, the primary issue this research intends to 
tacit is not a well thought and aligned, ethical 
framework for deploying AI into HRM processes 
particularly for recruitment, training, and strategic 
talent management. The absence of frameworks 
and guidelines for the responsible usage of AI in 
HRM limits the organization from taking 
maximize benefits while minimizing risks. The 
purpose of this study is to develop guidance on 
how HRM can successfully and ethically align with 
AI strategies to create a synergistic model that 
enhances organizational performance, supports 
employee development, and ensures ethical 
decision making in the digital era. 
 
Research Gap 
Despite the increased academic and practitioner 
focus on the integration of Artificial Intelligence 
(AI) in Human Resource Management (HRM), 
gaps remains on how it can be responsibly and 
more effectively integrated into HR functions. 
Prior academic work has examined how AI was 
used in HR functions, such as automation, 
predictive analytics, and data management, which 
means there are fewer integrated studies that look 
at the ethical, strategic, and human aspects 
involved in AI–HRM interfaces. When reviewing 
the existing literature, most of the HR focused 
studies on AI view AI as a technological 
innovation and not an integrated or 
transformative strategic partner. There is a lack of 
studies that takes a holistic approach to enhance 

HR functions, especially looking beyond the 
recruitment function of HRM where employee 
training and talent management are integrated 
into organizational goals. Most AI focused talent 
acquisition HRM studies treat employee 
recruitment, training, and talent management as 
discrete functions rather than focusing on how 
these functions integrate into a fully integrated 
employee ecosystem from selection and 
acquisition to talent retention and disengagement. 
(Kumar, 2021) 
Secondly, while it is widely acknowledged that 
using AI in the recruitment process can increase 
the accuracy of hiring practices and reduce biases, 
there are few published empirical studies that 
examine the ethical implications and unintended 
consequences of algorithmic decision making in 
HR processes critically. Although issues like data 
privacy, algorithmic discrimination, and lack of 
transparency are mentioned, they are often not 
examined critically with respect to its implications 
for organizational governance and policy. The lack 
of critical examination has resulted in a major gap 
in knowledge regarding the development of 
frameworks for responsible and equitable 
application of AI in HR practice. (Meister, 2020) 
Thirdly, there are considerable gaps in 
understanding the human adaptability and skills 
readiness to manage AI systems. A common issue 
is that many organizations is implement AI 
technologies without adequately upskilling or 
training the HR professionals to both interpret the 
insights generated from AI technologies and 
strategically integrate AI in the operation. The 
state of research examining capacity building 
mechanisms, change management frameworks, 
and/or digital competency models which would 
help HR department’s transition to AI enabled 
operations is limited. (Raji, 2019) 
Moreover, there is a wealth of research in 
developed economies with little empirical research 
from emerging economies. In contrast, the issues 
found in developed economies do not always 
translate to the context of an emerging economy, 
where the technological capacities, infrastructure, 
and the regulatory landscape may be significantly 
different. This contextual gap in the literature and 
research based evidence means there is little 
information available that provides contextual 
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insight about how organizations may be able to 
implement AI in HRM in emerging economies 
like that of Pakistan, where organizations do not 
have the same or similar level of resources and 
with their own distinct cultures. (Srivastava, 2024) 
Lastly, there is a scarcity of comprehensive models 
that examine the synergy between AI and HRM 
rather than the mere coexistence of both. The 
dynamic interaction between human expertise and 
AI-driven systems particularly how they can 
complement each other to achieve strategic HR 
objectives remains underexplored. (Upadhyay, 
2021) 
Hence, this study addresses these research gaps by 
examining the intersection of AI and HRM across 
three key dimensions recruitment, training, and 
strategic talent management through an ethical, 
strategic, and contextual lens. It aims to provide a 
holistic framework for understanding how AI 
HRM synergy can be leveraged to enhance 
organizational performance, employee 
development, and responsible innovation in the 
evolving digital workplace. 
 
Research Objectives 
1. To examine the role of Artificial 
Intelligence (AI) within Human Resource 
Management (HRM) operational context. 
2. To analyze the opportunities and 
challenges organizations encounter when applying 
AI within HRM: efficiency, ethics, and decision-
making. 
3. To develop a strategic framework that is 
provide recommendations for organizations to 
leverage synergy between AI and HRM in 
organizational performance and workforce 
sustainability. 
 
Research Questions 
1. What is the impact of AI in HRM practice 
with respect to recruitment, training, and strategic 
workforce planning? 
2. What are the main opportunities and 
challenges for organizations when applying AI to 
HRM? 
3. How can organizations leverage synergies 
between AI technologies and HRM to help 
support long term strategic outcomes? 
 

Research Hypotheses 
• H1: AI in HRM positively affects 
improving efficiency and quality of recruitment, 
training, and talent management processes. 
• H2: The ethical and technical challenges 
of deploying AI in HRM impact employee trust 
and manageability of the organization negatively. 
• H3: The synergy framework of AI and 
HRM positively impact organizational 
performance, strategic decision-making, and 
employee development. 
 
Significance of the Study 
The importance of this study lies in its 
contribution to both academic research and 
practical application in the HRM field in the AI 
era. As organizations worldwide continue to 
digitize their processes, understanding the 
application of AI into HR functions is essential for 
gaining sustainable competitive advantage. This 
research provides a multi-faceted and holistic 
understanding of AI in HRM, specifically the use 
of AI in the recruitment process, employee 
learning, and the strategic management of talent 
all are key pillars for the success and growth of an 
organization.  
From an academic perspective, this study fills a 
significant gap in the literature, providing an 
integrated, valid, and comprehensive 
understanding of AI in HRM. While the literature 
has focused on specific applications of AI (e.g., 
automated recruitment) and e-learning platforms 
both applications utilize AI, there is a lack of 
studies that explain how AI can transform the 
entire HR ecosystem. This study also offers new 
concepts related to AI technology and human 
capital strategy and contributes information to the 
literature about the evolving relationship between 
technology, management, and workforce 
development. This study also expand the 
theoretical understanding of digital 
transformation in HRM, and builds a foundation 
for future empirical and comparative studies. 
From a practical standpoint, the findings from this 
study are very important for HR professionals, 
organizational leaders, and policy makers to 
consider moving forward. 
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From the perspective of HR professionals, the gifts 
of this study offer clear and evidence based 
recommendations for how AI tools can assist to 
improve recruiter accuracy in hiring; personalize 
employee training and development, and 
strengthen managers’ abilities in talent 
management through data driven processes.  
The managerial level implications demonstrate 
that the study recognizes AI technology templates 
as potential significant and strategic collaborators 
to organizational leadership. AI technology 
templates have the potential to responsibly 
support organizations in the development of the 
anticipated workforce, in improving their current 
talent management decisions, as well as 
contributing to their long-term, sustainable 
workforce talent agenda. 
The study is useful for organizations in the context 
of rapidly growing economies undergoing digital 
transformation, existing in an environment of a 
lack of resources, capabilities, and a formal 
regulatory framework. The study is an 
undoubtedly generate limitations, challenges, and 
concerns, but it also provides organization and 
leaders with identified functions of responsible 
application of technology, respecting the human 
factor within their HR processes.  
Even though the study prescribes changes to 
organizational HR, it also reinforces that AI and 
HR are not simply a context, in the manner of 
technology or productivity, but are both ethical, 
cultural and co-developmental within the 
employee and the organization. The study 
identifies a new, original framework for 
organizations to co-develop workforce decisions 
and development with their people. 
 
Literature Review 
AI technologies are reshaping recruitment and 
talent acquisition processes, allowing HR 
professionals to access enhanced ways of working, 
specifically accuracy and efficiency. AI has been 
extensively used to screen resumes, survey 
candidates through chatbots, and make use of 
predictive analytics but often lack transparency 
and there are ethical concerns related to the 
decisions made through these technologies. 
Machine learning methods such as heuristics 
demonstrate reliability in determining best fit 

candidates based on historic performance, 
improving both the speed and quality of hiring 
decisions (Jain & Jain, 2020). For example, AI 
based recruitment platforms HireVue and 
Pymetrics assess candidates' facial expression, tone 
of voice, and cognitive responses during video 
responses, predicting job performance and 
cultural fit (Upadhyay & Khandelwal, 2021). 
As noted by Dastin (2018), AI is significantly 
changing the way employees are monitored, 
assessed and developed within organizations. 
Traditional appraisal systems are usually based on 
annual evaluations and are criticized for 
subjectivity as well as a lack of connection between 
the evaluation and the employees’ ongoing work. 
AI based performance management systems 
facilitate ongoing evaluation and real time 
feedback from the employee, thus providing 
ongoing and data informed evaluations of their 
performance. Content from productivity metrics, 
peer evaluations and self-evaluations are included 
as a performance metric to create a holistic and 
objective assessment of the employee’s job 
performance. 
Utilization of AI has emerged as a vital component 
of enhancing employee engagement and retention, 
both of which are fundamental parts of every 
organization's HR strategy. According to Meister 
(2020) and Kaufman and Kass (2020), AI strategies 
that use machine learning will analyze employee 
feedback, behavior, and emotion to identify early 
signs of disengagement. HR analytics platforms 
such as Culture Amp and Glint utilize AI to 
routinely check in with employees alongside their 
satisfaction and will recommend targeted actions 
to enhance morale and performance. 
In much the same way, Cappelli and Tavis (2018) 
explain that observing an employee's behavioral 
patterns demonstrates how AI can predict the 
probability of an employee leaving the 
organization. AI can monitor workplace factors, 
such as workload, satisfaction, and promotion, 
and help HR teams plan to mitigate the risk of 
leaving, and develop actions aligned with 
retention practices. Lastly, AI learning platforms 
represent another area of innovation in employee 
learning. Brynjolfsson and McAfee (2017) state 
that AI assist in developing individualized learning 
experiences and developing ways of learning where 
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employees will learn skills that match career 
development points. Algorithms are being used by 
LinkedIn Learning and Coursera to recommend 
courses that align with each employee's skills and 
career intentions that foster personal and 
attainable learning paths. 
While AI has provided many advantages for HR, 
researchers have also identified multiple ethical 
and practical issues related to its use. Raji and 
Buolamwini (2019) caution that AI systems 
require large datasets and usage of these datasets 
can be a privacy risk for employees. Algorithms 
may reinforce discrimination or social stereotypes 
if they rely on training sets with biases and 
inaccuracies. Another issue highlighted by Gilpin 
et al. (2018) is that many AI approaches do not 
allow for transparency in the decision making 
process. Employees and job applicants may not 
understand the decisions their AI systems make 
because they often do not know how, why, or what 
the decision process is, particularly with "black 
box" AI systems.  
Explainable AI (XAI) has emerged as an academic 
field to improve the explanation of AI decision-
making and the generalizability of AI decision 
processes to nontechnical users. Transparency and 
explanations help build trust in these systems. 
Finally, there are concerns that AI is deployed in 
ways that further exacerbate the digital divide in 
organizations, leaving employees behind who lack 
the skills and access associated with technology. 
Thus, experts recommend fair and equitable access 
to talent development and AI based experiences. 
In the future, it's anticipated that AI continue to 
reshape the HR landscape. According to Chui et 
al. (2016), the ongoing development of AI in 
natural language processing (NLP) and machine 
learning could develop our understanding of 
employee behaviour, allow organizations to 
proactively manage talent, and provide 
personalized HR experiences. As AI continues to 
evolve, it is anticipated that HR practitioners move 
from their traditional administrative roles to more 
strategic emphasis on interpreting AI led insight, 
facilitating ethical use of AI, and aligning 
technological outputs with organizational value 
systems (Kaufman & Kass, 2020).  
However, the increased use of AI in recruitment 
raises potential risks with algorithmic bias. 

According to Binns (2018), AI systems streamline 
hiring for organizations by decreasing cost and 
time, but they could also reproduce existing social 
and gender biases through outdated data that is 
mismanaged or not audited. Regardless, there is a 
clear need for transparency, fairness and 
accountability in AI-led recruitment and general 
HR decision-making. 
 
Theoretical Framework 
1. Resource Based View (RBV) 
The Resource Based View (Barney, 1991) posits 
that an organization can generate and sustain a 
competitive advantage against its competitors with 
valuable, rare, inimitable, and non-substitutable 
(VRIN) resources. For HRM, these strategic 
resources are the employees and their skills. When 
AI is applied, it creates an additional layer of 
resources whereby the HRM process includes AI 
enhanced recruitment, individual training, and 
talent management/career development that 
informed by data. 
AI enabled analytics could enable organizations to 
identify and attract high-potential candidates, 
improve workforce performance, and match 
employee skills with the organization’s strategic 
objectives. In this respect, AI can be viewed as a 
strategic resource that builds the human capital of 
the organization and enhances both individual 
and organizational performance. This theoretical 
basis supports the position that AI–HRM synergy 
improves operational efficiency, as well as 
 
2. Socio-Technical Systems Theory (STS)  
Socio-Technical Systems Theory (STS) posits that 
both technological and social systems operate as a 
single entity. In the case of HRM, social systems 
are an important aspect to consider alongside 
technology, as both HRM and AI address human 
and technological facets. Adding AI capabilities to 
the HRM function has the potential to influence 
efficiency in the workplace in addition to creating 
a positive organizational culture and psychological 
contract between the employer employee dyad.  
Organizations that enhance their HRM functions 
with AI may find their employees are more 
engaged and satisfied with their roles because they 
are being supported by technology, rather than 
replaced.  Through the use of AI, HRM functions 
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become more reliable, and, therefore, address the 
reliability aspect of the psychological contract. 
Similarly, employees may also feel more 
autonomous in their work, which may increase 
their engagement and happiness. Theoretically, 
this lens recognizes the potential of AI to enhance 
engagement, psychological contracts, and 
organizational culture in HRM practice.  
 
3. Technology Acceptance Model (TAM)  
The Technology Acceptance Model (TAM) by 
Davis (1989) helps to explain why individuals 
might decide to utilize new technologies such as AI 
in the workplace. Davis's model is concerned with 
perception how easy, beneficial, and familiar a new 
technology is and intention, which relies heavily 
on organizational and social support. The context 
of this article is HR by examining AI technology in 
recruitment, learning/training, and performance 
management processes. In general, organizations 
should make sure the AI systems being used in HR 
processes are both perceived as user-friendly and 
socially acceptable. 
 
Integration of Theories 
• From RBV perspective, AI is viewed as a 
strategic resource that enhances human capital 
capacities.   
• From the STS standpoint, we emphasize 
the importance of balancing technological systems 
and human values in HR practices.  
• From the perspective of TAM, we portray 
the psychological and behavioural acceptance of 
AI tools for HR professionals and employees.  
 
Research Methodology 
This chapter discusses how Artificial Intelligence 
(AI) affects Human Resource Management 
(HRM). It concentrates on three domains: 
recruitment, performance and retention, and 
talent management strategically. The approach 
used in this study is a mixed-methods design to 
include qualitative and quantitative data in order 
to promote reliability, credibility, and depth. 
 
1. Research Design 
This study adopts a mixed-methods approach that 
integrates qualitative and quantitative research. 

Surveys provide numerical data. Interviews and 
focus groups involving HR professionals offer 
actual and honest experiences with AI tools. By 
bringing both forms of research together, this 
study allows the researcher to investigate the 
measurable impact of AI while also gaining insight 
into HR professionals' lived experiences with AI 
applications. This methodological approach 
improves the trustworthy rigor, trustworthiness, 
and depth of the study. 
 
2. Sampling and Population  
The research focuses on HR managers, 
practitioners and executives working in 
organizations that use or are starting to implement 
Artificial Intelligence (AI) in Human Resources 
(HR) functions. The research specifically focuses 
on industries where HR departments are 
established and recognized for a high level of 
digital transformation such as banking and 
finance, information technology, education, and 
manufacturing.  
• Quantitative phase: A purposive sample 
of 150 respondents will be identified. All 
respondents’ individuals with first-hand 
experience with the use or implementation of AI 
in HR practices.  
• Qualitative phase: A purposive sample of 
10 HR practitioners identified and interviewed in 
a semi-structured interview format enabling open 
discussion, but allowing for the predetermined 
research topics to be discussed.  
In combining both purposive sampling techniques 
the study will enable a balanced representation 
and comprehensive perspective on the uses of AI 
in HRM, challenges, and enablers. 
3. Techniques for Data Collection 
• Quantitative Data: Acquired through 
online questionnaires (e.g., Google Forms or 
SurveyMonkey) that included establishing 
questions and Likert-scale questions related to the 
use of AI in hiring, training, and talent 
management. 
• Qualitative Data: Sourced from semi-
structured interviews with human resources 
professionals and experts related to their real 
world experiences, challenges, and ethical 
perspectives about AI in HR. 
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4. Research Instruments 
In this research project, we employed a survey and 
an interview guide as the two primary methods. 
The survey collected numerical data on the use of 
Artificial Intelligence in HR practices, using 
validated research scales as the basis. The interview 
guide used a pitch of open-ended questions to 
solicit thoughts and perspectives about beliefs, 
ethics and approaches of Artificial Intelligence in 
HR. To create credibility and validity of the data 
collection process, a pilot survey is conducted on 
15 individuals to test and improve the survey 
questionnaire before it was finally distributed. 
 
5. Data Analysis Techniques 
• Quantitative data is analyzed with 
Statistical Package for the Social Sciences (SPSS). 
Descriptive statistics of mean, standard deviation, 
and frequency distribution are applied to 
summarize the data. Inferential statistics relevant 
to the hypotheses are drawn from correlation 
analysis and regression analysis to examine the 
strength of the association of AI implementation 
and HRM related outcomes. 
• Qualitative data collected from interviews 
underwent thematic analysis. Participant 
responses are coded, categorized, and interpreted 

to illustrate how AI can be implemented and 
pinpoint patterns, insights, and themes regarding 
the use of AI in HR functions. This triangulation 
of data strengthens the credibility of the findings. 
 
6. Ethical Considerations  
Ethics are meticulously attended to throughout 
the study. Consent is gained from participants 
before data collection, and anonymity was 
maintained alongside confidentiality. The 
research did not engage in any bias or 
manipulation when interpreting the data. 
Moreover, all discussions related to AI, are 
assessed through the lens of ethical HR practices, 
data privacy, and responsible uses of technology.   
 
Data Analysis 
The chapter Data Analysis provides a thorough 
analysis of the data collected from HR 
professionals about AI's integration as an effective 
strategy for Human Resource Management 
(HRM). Each data analysis section involved ten to 
eleven main thematic areas of interest and 
included a pie chart illustrating the analysis with 
an accompanying data table. In addition, each data 
analysis also included a discussion interpreting the 
data relative to the study's hypotheses regarding AI 
and HRM. 

 
Figure 1: AI Usage in Recruitment 

 
Figure 1 illustrates participants’ perceptions related to ai usage in recruitment. 
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Table 1: Distribution of Responses on AI Usage in Recruitment 
Response Frequency Percentage 
Strongly Agree 37 25.0% 
Agree 35 23.6% 
Neutral 26 17.6% 
Disagree 19 12.8% 
Strongly Disagree 31 20.9% 

 
Discussion:  
The evidence from Figure 1 and Table 1 reveals 
that the highest percentage of respondents (Agree) 
support the use of AI in recruitment. This shows 
an overall tendency toward understanding AI as a 
relevant change agent in HR functions. 
Nevertheless, neutral and dissenting views  
 

 
demonstrate a continued need to build capacity, 
clarify ethics, and align technology. These findings 
also correspond to the theoretical frameworks and 
imagery based on the Technology Acceptance 
Model (TAM), suggesting perceived usefulness and 
ease of use, as significant predictors of AI use in 
HRM.

Figure 2: AI Tools Used in Training Programs 

 
Figure 2 illustrates participants' perceptions related to ai tools used in training programs. 

 
Table 2: Distribution of Responses on AI Tools Used in Training Programs 

Response Frequency Percentage 
Strongly Agree 11 7.7% 
Agree 29 20.4% 
Neutral 31 21.8% 
Disagree 34 23.9% 
Strongly Disagree 37 26.1% 

Discussion:  
The information in Figure 2 and Table 2 show that 
most participants disagreed that AI tools are used  

 
in training programs. This appears to reflect a 
larger trend toward understanding AI as a 
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disruptor of HR functions. However, the neutral 
and oppositional responses to the AI tools signals  
a need for more capacity building, ethical clarity, 
and alignment with technology. The results are 
consistent with the conceptual framework based 

on the Technology Acceptance Model (TAM) 
pinpointing perceived usefulness and ease of use, 
respectively, as the most predictive in the 
acceptance of AI in HRM. 

 
Figure 3: AI’s Role in Strategic Talent Management 

 
Figure 3 illustrates participants' perceptions related to ai’s role in strategic talent management. 

 
Table 3: Distribution of Responses on AI’s Role in Strategic Talent Management 

Response Frequency Percentage 
Strongly Agree 35 38.0% 
Agree 17 18.5% 
Neutral 12 13.0% 
Disagree 18 19.6% 
Strongly Disagree 10 10.9% 

 
Discussion:  
The data from both Figure 3 and Table 3 suggest 
that most respondents (Disagree) believe AI to be 
unhelpful in terms of SVRs talent management. 
Overall, the data seems to suggest an emerging 
trend in the HR community to accept AI as a 
disruptive force in HR-related activities. However, 
the presence of neutral and disagreeing  

 
respondents implies a need for enhanced capacity 
building, ethical clarity, and technology 
alignment. This is in line with our theoretical 
framework based on the Technology Acceptance 
Model (TAM), emphasising perceived usefulness 
and ease of use as predictors of AI adoption in 
HRM. 
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Figure 4: Perceived Efficiency of AI in HRM 

 
Figure 4 illustrates participants' perceptions related to perceived efficiency of ai in hrm. 

 
Table 4: Distribution of Responses on Perceived Efficiency of AI in HRM 

Response Frequency Percentage 
Strongly Agree 24 19.0% 
Agree 39 31.0% 
Neutral 18 14.3% 
Disagree 12 9.5% 
Strongly Disagree 33 26.2% 

 
Discussion:  
Figure 4 and Table 4 data indicate that most 
respondents (Agree) that AI is perceived to be 
efficient in HRM. This data indicates a general 
move toward acceptance of AI as a game changer 
in HR functions. However, neutral and 
disagreeing opinions suggest that there is still work 
to be done in terms of capacity building, ethics, 

and technologies. Additionally, these data align 
well with the theoretical framework based on the 
Technology Acceptance Model (TAM), which 
suggests perceived usefulness and perceived ease of 
use are two dimensions of attitude towards the 
acceptance of AI in HRM practices.
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Figure 5: Employee Satisfaction with AI-Based HR Systems 

 
Figure 5 illustrates participants' perceptions related to employee satisfaction with ai-based hr systems. 

 
Table 5: Distribution of Responses on Employee Satisfaction with AI-Based HR Systems 

Response Frequency Percentage 
Strongly Agree 18 14.9% 
Agree 12 9.9% 
Neutral 32 26.4% 
Disagree 39 32.2% 
Strongly Disagree 20 16.5% 

 
Discussion:  
Figure 5 and Table 5 indicate that most of the 
participants disagreed that AI-based HR systems 
result in employee satisfaction. This suggests that 
there is an increasing recognition of the various 
challenges concerning AI in HR, formally 
identified as skills training, ethical legibility, and  

 
stronger systems integration. These findings also 
support the Technology Acceptance Model 
(TAM), which establishes a connection between 
employees' perception of usefulness and ease of 
use in employee adoption of AI in human resource 
management.

 
Figure 6: AI and Decision-Making Accuracy 

 
Figure 6 illustrates participants' perceptions related to ai and decision-making accuracy. 



 Volume 3, Issue 10, 2025 
 

  

https://ijssbulletin.com                           | Khan et al., 2025 | Page 1002 

Table 6: Distribution of Responses on AI and Decision-Making Accuracy 
Response Frequency Percentage 
Strongly Agree 30 25.4% 
Agree 27 22.9% 
Neutral 10 8.5% 
Disagree 39 33.1% 
Strongly Disagree 12 10.2% 

 
Discussion:  
The aforementioned data in Figure 6 and Table 6 
indicate that most participants did not agree that 
AI technology effects the accuracy of the decision 
process. This shows a broad generalization of a 
transition to view AI as a transformational agent 
in HR activity. However, there is a presence of 
participants indicating neutral and/or disagreeing  

 
responses that indicate a further need for capacity 
building, ethical clarity, and technological 
alignment. This is consistent with the theoretical 
framework relating to the Technology Acceptance 
Model (TAM) and that perceived usefulness and 
perceived ease of use are strong predictors of AI 
adoption in HRM. 

 
Figure 7: Impact of AI on Productivity 

 
Figure 7 illustrates participants' perceptions related to impact of ai on productivity. 

 
Table 7: Distribution of Responses on Impact of AI on Productivity 

Response Frequency Percentage 
Strongly Agree 36 27.1% 
Agree 10 7.5% 
Neutral 39 29.3% 
Disagree 13 9.8% 
Strongly Disagree 35 26.3% 
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Discussion:  
The Figure 7 and Table 7 presented data 
illustrating that the majority of respondents  
 
(Disagree) that AI had an impact productivity. 
This indicates a general movement toward 
acknowledging AI as a disruptive force within HR 
functions. However, the presence of neutrality and 

dissenting opinion indicates a necessity for 
continued capacity building, ethical clarity, and 
alignment with technology. These findings are in 
support of the theoretical framework based on the 
Technology Acceptance Model (TAM) which 
indicates that perceived usefulness and ease of use 
are significant predictors of AI usage in HRM. 

 
Figure 8: AI and Employee Retention 

 
Figure 8 illustrates participants' perceptions related to ai and employee retention. 

 
Table 8: Distribution of Responses on AI and Employee Retention 

Response Frequency Percentage 
Strongly Agree 26 20.8% 
Agree 11 8.8% 
Neutral 29 23.2% 
Disagree 36 28.8% 
Strongly Disagree 23 18.4% 

 
Discussion:  
The findings found in Figure 8 and Table 8 show 
that an overwhelming majority of respondents 
(Disagree) that AI and employee retention will be 
effected. This can be viewed as a broad indication 
to suggest respondents are moving towards 
believing AI is a transformative driver of 
innovations in HR functions. Yet, given the  
 

 
neutral and disagreeing respondents, the need for 
continued capacity building, moral clarity, and 
technological alignment is noted. Nonetheless, 
these findings are consistent with the theorization 
presented from a Technology Acceptance Model 
(TAM) framework, emphasizing perceived 
usefulness and ease of use as two significant 
predictors of AI adoption in HRM. 
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Figure 9: Ethical Concerns in AI Integration 

 
Figure 9 illustrates participants' perceptions related to ethical concerns in ai integration. 

 
Table 9: Distribution of Responses on Ethical Concerns in AI Integration 

Response Frequency Percentage 
Strongly Agree 29 23.2% 
Agree 12 9.6% 
Neutral 35 28.0% 
Disagree 33 26.4% 
Strongly Disagree 16 12.8% 

Discussion:  
The information provided within Figure 9 and 
Table 9 shows a tendency towards (Disagree) 
towards ethical issues in AI implementation. 
Generally, the data shows a level of agreement and 
acceptance of AI applications within HR 
functions. Notably, the data also shows both 
neutral and disagreement on these issues,  

 
suggesting a need for additional capacity building, 
ethical clarification, and technology alignment. 
These findings support the theoretical framework 
based on the Technology Acceptance Model 
(TAM) where perceived ease of use and perceived 
usefulness are considered central predictors of AI 
adoption in HRM. 
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Figure 10: Overall Impact of AI on Organizational Performance 

 
Figure 10 illustrates participants' perceptions related to overall impact of ai on organizational 

performance. 
 
Table 10: Distribution of Responses on Overall Impact of AI on Organizational Performance 

Response Frequency Percentage 
Strongly Agree 13 11.0% 
Agree 38 32.2% 
Neutral 19 16.1% 
Disagree 31 26.3% 
Strongly Disagree 17 14.4% 

Discussion:  
The results in Table 10 and Figure 10 show that 
most respondents (Agreed) hold that AI has a 
generally positive impact on overall organizational 
performance. In turn, this represents overarching 
agreement that, generally speaking, AI has the 
overall potential to change HR functions. 
Nevertheless, the neutral and disagreeing 
responses demonstrate that there is still work to do 
in terms of capacity building, ethics, and 
alignment of technology. The findings presented 
are in accordance with the theoretical framework, 
which is drawn from the Technology Acceptance 
Model (TAM) which identifies perceived 
usefulness and ease of use as guiding predictors of 
AI in HRM. 
 
 
 
 

Findings 
1. AI and Recruitment: The focus group 
members reported a belief that AI will assist the 
hiring process through resume screening, and  
2. appropriately narrowing the candidate 
pool utilizing predictive analytics. Focus group 
team members also reported that they viewed AI 
as more objective, more specific, more precise, 
more accurate, and more reliable than the non-AI 
current processes.  
 
3. AI and Learning and Development: HR 
practitioners indicated that they endorse the use 
of AI in enabling and leveraging personalized 
learning, virtual coaching, and skills development, 
as they indicated that AI tools help to better 
understand or discover skill and knowledge gap, 
and to help design individual improvement plans 
to address the gaps. 
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4. AI and Targeted Talent Development: 
AI allows organizations to make data based 
decisions about hiring, succession planning and 
talent analytics that empower retention and 
improve employee performance.  
5. Reassurance in Making Decisions: Focus 
group members expressed reassurance and equity 
in using AI tools to augment decision making, 
providing good assurance to HR managers within 
the hiring process. 

6. Productivity Opportunities: Focus group 
members indicated that AI provides efficiencies as  
7. a HR task can be automated leaving HR 
professionals able to work strategically towards the 
organizational goal. 
8. Employee Retention: AI is a tool that can 
identify and predict that an employee may be at 
risk to leave turnover, resulting in a proactive 
approach to retention and avoiding turnover. 
 

 
 
Conclusion 
In conclusion, artificial intelligence is 
transforming Human Resources (HR) from a more 
traditional, bureaucratic, and reactive profession 
to one that is digital, automated, and predictive. 
We see improvements in key functions hiring and 
recruitment, learning and development, and 
performance management that happens faster, be 
fairer and be better. There is still be challenges, 
including ethical capital, re-skilling the human 
capital, and understanding the implications of 
creating and leading change with organizations. 
Ultimately, the greatest impact of AI and how it 
affects culture. HR organizations must accept and 
prepare for this cultural shift but, in order to 
benefit from the utility that technology presents,  
 

 
 
must do so from a human perspective to improve 
human relationships versus replace them. 
 
Recommendations 
1. Strategically Introduce AI: Organizations 
should slowly, strategically introduce AI programs 
with the aim of ensuring that AI improves, and 
does not exacerbate, existing HR process  
2. Ongoing Capacity Building and 
Training: There is a capacity and ongoing need to 
build HR practitioners capacity around their 
digital fluency and therefore their capacity to work 
within the age of AI. 
3. Ethical Governance of AI: Policy makers 
and workplace leaders should establish ethical 
codes of conduct regarding biases in algorithms 
and assess concerns related to privacy of collected 
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data, as challenges to ethical governance may arise 
from transparent processes when using AI to 
support decision making. 
 
4. Human-AI Collaboration: HR 
departments should support hybrid systems where 
human judgement continues to be engaged when 
AI processes data analysis, which may support HR 
practitioners' ability to be fair, caring and 
situationally aware in their HR role. 
5. Ongoing Evaluations and Feedback: AI 
programs default performance reviews, however 
the process need to account at the same time for 
the contextual awareness of the performance 

reviewer and most importantly, AI need to 
embody cyclical feedback processes to remain  
6. aligned with expected employee 
engagement of feedback. 
7. Future Research Directions: Future 
research should incorporate longitudinal studies 
related to the impact of AI technology on a 
human's job satisfaction, impact on organizational 
culture, and leaders and the human organizations' 
interactions with AI technology within various 
contexts, institutional frameworks, and 
geographies. 
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