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ADOPTION OF ARTIFICIAL INTELLIGENCE IN CONTEMPORARY HUMAN RESOURCE 

MANAGEMENT 
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Abstract 

This paper reviews the adoption of artificial intelligence (AI) to support and enhance human resource management 

(HRM) practices, highlighting recent empirical findings and practical implications. By critically examining 

literature published between 2020 and 2024, this narrative review identifies key opportunities and challenges 

associated with AI integration into recruitment, onboarding, performance management, talent management, and 

employee engagement. The study clarifies the literature and performance gaps, aiming to provide clear 

recommendations for practitioners and future researchers. 
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Introduction  

strive to remain competitive in an increasingly digital landscape, understanding how AI can enhance HR practices 

becomes essential. Moreover, the integration of AI technologies in HRM presents both opportunities and 

challenges that warrant thorough exploration. For instance, while AI can streamline recruitment and improve 

employee experiences, it also raises ethical concerns regarding bias and data privacy. This study aims to synthesize 

existing literature about the AI adoption in HRM. By doing so, it seeks to provide valuable insights for HR 

professionals and organizations looking to navigate the complexities of AI integration in their workforce 

management practices. 

 

Research Problem 

Despite the growing literature on AI in HRM, few studies consolidate how AI adoption tangibly improves 

recruitment, performance management, and employee engagement while addressing practical constraints and 

ethical risks. This paper bridges this gap by systematically reviewing recent empirical work to derive actionable 

insights for practice. 

 

Rationalization of the research  

Numerous studies have been conducted focusing on AI and its impact on HRM. Still the gap between the positive 

integration of AI and HRM is not much discussed. That is because integration of AI with HRM, in other words 

bridging the Human and AI gap would benefit the organizations by enhancing productivity, performance, 

effectiveness and efficiency. 

 

Research objectives  

1. To critically examine how AI impacts recruitment, performance management, and employee engagement in 

HRM. 

2. To analyze the practical constraints and ethical challenges organizations face when integrating AI into these 

functions. 

3. To develop clear, evidence-based recommendations for organizations to responsibly implement AI in HRM. 

 

 Review of Related Literature 

The adoption of artificial intelligence (AI) in contemporary human resource management (HRM) has created a 

lot of significant attention in both academic research and practical organizational settings. This exploration aims 

to review and synthesize the existing literature on the integration of AI in HRM practices, shedding light on its 

implications, the positive impact of the integration, benefits, challenges, and potential for transforming HRM 

processes. 

 

Numerous scholars have emphasized the transformative impact of AI on HRM practices. For instance, 

Jedrzejowska (2024) argued that AI technologies have the potential to streamline repetitive HR tasks, such as 

resume screening and candidate sourcing, thereby allowing HR professionals to focus on strategic, high-value 

activities. Similarly (Faqihi & Shah, 2023) highlighted the role of AI in enhancing talent management and 

employee engagement through the analysis of large datasets to identify patterns and predict workforce trends. 

 

Several articles are there which extensively discuss the transformative effects of AI on HR operations, including 

recruitment, training, talent management, and retention. Their work offers valuable perspectives on the 

intersection of AI and HR management in the present moment, and the anticipated impact on the HR workforce 

in the future. Sousa et al. (2020) assert that leading business intelligence vendors are endeavoring to integrate 

business intelligence and data analytics capabilities into Human Resource Management modules. The authors 

underscore the strategic goal of elevating HR to a pivotal value-adding department within the organization by 

incorporating business intelligence. 

 

Conversely, concerns have been raised regarding the ethical and legal implications of AI adoption in HRM. Vivek 

(2023) cautioned that the use of AI in recruitment and selection processes may inadvertently perpetuate biases 

present in historical data, leading to discriminatory outcomes. Moreover, the potential for algorithmic decision-

making to lack transparency and accountability has been a subject of debate, emphasizing the need for ethical 

guidelines and regulatory frameworks to govern AI adoption in HRM. 

 

The exploration of AI adoption in HRM also focuses into the evolving role of HR professionals in the era of AI. 

Data Literacy (2024) highlighted the need for HR professionals to develop data literacy and analytical skills to 

effectively leverage AI technologies for decision-making. Additionally, the redefinition of HR roles and 

responsibilities in managing AI-driven processes and fostering a culture of trust and transparency has been a focal 

point of scholarly discourse (Ekuma, 2024). 
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Furthermore, the literature underscores the potential for AI to revolutionize HRM practices by enabling 

personalized employee experiences, predictive analytics for workforce planning, and the automation of routine 

administrative tasks (Sathyaseelan & Srinivasan 2024). However, the successful integration of AI in HRM is 

contingent upon addressing the challenges related to data privacy, cybersecurity, and the ethical use of AI 

technologies in sensitive HR processes (Naturalista et al., 2024). 

 

Methodology  

This study adopted a structured narrative literature review approach to provide a clear and rigorous synthesis 

of current scholarly work on the adoption of Artificial Intelligence (AI) in contemporary Human Resource 

Management (HRM). 

 

A narrative literature review design was chosen to systematically analyze and integrate recent empirical findings 

related to AI applications in recruitment, performance management, and employee engagement. This approach 

supports the study’s aim of identifying practical impacts, constraints, and ethical challenges while bridging the 

literature gap. 

 

The literature search targeted reputable academic databases, including Scopus, Google Scholar, ResearchGate, 

and major scholarly publisher platforms. Keywords and search strings included combinations such as: 

 

“Artificial Intelligence AND Human Resource Management” 

“AI in recruitment and selection” 

“AI in performance management” 

“AI in employee engagement” 

“Ethical challenges of AI in HRM” 

 

Articles were selected based on the published in peer-reviewed journals, books, or conference proceedings and 

which were written in English by directly addressed AI’s practical role, impacts, benefits, limitations, or ethical 

issues in HRM functions. Inclusion criteria comprise of gray literature, unpublished works, non-peer-reviewed 

sources, and articles were not specifically examining AI within HRM contexts were excluded. 

 

An initial pool of approximately 60 articles was identified. Titles and abstracts were screened for relevance, 

resulting in 30 high-quality em 

pirical studies for full-text analysis. 

 

Thematic analysis technique was employed to systematically extract, code, and categorize recurring themes 

across the selected literature. The main themes generated were: 

1. AI applications in recruitment and selection 

2. AI-supported performance management systems 

3. AI-driven tools for employee engagement 

4. Cross-cutting ethical and practical challenges of AI adoption 

This transparent and systematic method ensures that the generated themes directly support the research 

objectives and provide a clear basis for the results, discussion, and recommendations. 

 

Results and Discussions  

Recruitment and Talent Acquisition 

The literature reveals a paradigm shift in recruitment and talent acquisition with the advent of AI. While AI-

powered Applicant Tracking Systems (ATS) have been noted for their efficiency in resume screening, concerns 

regarding their reliance on keywords and the potential for perpetuating biases have been raised (Albassam, 2023). 

Additionally, according to Koivunen et al. (2022) the use of chatbots for candidate communication has been 

praised for its convenience; however, the impersonal nature of these interactions and their impact on the candidate 

experience require further exploration. AI can generate analytical reports on candidate assessments for each job 

posting and help in creating a historical database of candidates, which can be utilized by other HR functions like 

learning, development, or performance management if the candidate joins the organization (Aroloye,2024). The 

potential of AI to create a historical database of candidates is promising, yet the ethical considerations of data 

privacy and the long-term implications of such databases on employment opportunities should be considered. 
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Employee Onboarding 

AI's impact on employee onboarding is multifaceted. The use of AI can elevate the onboarding experience for 

new hires within an organization (Marr,2023).  Interactive AI-driven orientation modules offer an innovative 

approach to familiarizing new hires with organizational culture.  

 

Furthermore, AI-based onboarding platforms can facilitate the introduction of new employees to their teams and 

departments. This could involve virtual meet-and-greets, team overviews, and one-on-one video sessions with key 

colleagues and managers. By leveraging AI capabilities, organizations can create a more engaging, informative, 

and personalized onboarding experience for new hires (Stefanic,2024). However, the literature suggests a gap in 

understanding how these digital interactions affect the social integration of new employees. The efficiency of AI 

in streamlining paperwork is clear, but there is a gap in the potential for AI to depersonalize the onboarding 

experience or overlook the nuances of human judgment during this critical phase. 

 

Performance Management 

HR professionals can leverage AI-powered tools to monitor and assess employees' performance and productivity 

right from the beginning (Samman & Obaidly,2024). This approach aims to mitigate biases between line managers 

and employees within organizations, addressing situations where employees perceive unfair treatment in 

performance evaluations due to their relationship with their managers. Additionally, AI can serve as a feedback 

and feedforward platform to enhance performance appraisal review cycles and the overall performance 

management and measurement system (Nyathani,2023). According to Bauer et al. (2023) by employing AI to 

simplify the tone of feedback and feedforwards, utilizing Natural Language Processing to analyze input from line 

managers, peers, and employees, organizations can identify relevant trends and areas for improvement. On the 

other hand, the use of Natural Language Processing (NLP) to analyze feedback is innovative, but its ability to 

accurately interpret the nuances of language and the potential for miscommunication is still under debate. 

However, the application of AI in performance management not only streamlines processes but also contributes 

to a fairer and more effective performance evaluation system, ultimately benefiting both employees and the 

organization. 

 

Talent management 

Talent management is a crucial aspect of HRM, and AI can be effectively utilized within this area. It encompasses 

the entire spectrum of an employee's journey, including recruitment, retention, promotion, development, 

succession planning, and opportunities (Surve & Singh,2024). AI can be integrated into the recruitment and talent 

acquisition system to maintain and track historical records of employees, including their training, skills, 

preferences, learning styles, and progress. This can be linked to the learning and development AI, connecting it 

with performance management to create personalized learning paths based on performance feedback and 

feedforwards (Takyar, n.d.). By doing so, organizations can significantly reduce the time needed to conduct yearly 

training needs assessments and identify skill gaps, thereby streamlining the process of sourcing training 

opportunities. Furthermore, this approach can be leveraged to design personalized career paths, retention plans, 

and promotion strategies for high performers and talented individuals, ultimately minimizing talent turnover 

within the organization (Urme,2023). The literature, however, points to a critical need for discussions around the 

ethical use of this data, the potential for AI to make decisions that traditionally require human judgment, and the 

implications for employee autonomy and privacy. 

 

HR Analytical Data and Insights 

According to Sangu et al. (2024) HRM professionals can leverage algorithms and robotics features to analyze HR 

data, enhancing human skills and transforming operational models by identifying pertinent patterns, trends, and 

correlations. This facilitates data-driven decision-making and enables predictive analytics to forecast future 

workforce requirements, attrition rates, and skill gaps. As a result, HR can proactively address organizational 

challenges and elevate performance by staying ahead of workforce needs and potential issues. Yet, the literature 

calls for a more critical examination of the assumptions underlying these predictive models, the risk of algorithmic 

bias, and the transparency of AI-driven decisions. 

 

 

Employee Engagement 

 HRM professionals utilize AI-enabled surveys as analytical tools to assess employee satisfaction and engagement 

levels (Sari et al., 2020). Research indicates that employees can benefit from AI by automating routine tasks, 

expanding their access to tools and resources for performance analysis, and ultimately improving organizational 

performance and customer experiences, as well as reimagining products or business models (Gaani & 

Chhibber,2022). Various AI tools, including chatbots, are employed to elevate employee engagement by enabling 

real-time feedback and communication, thereby enhancing engagement and promptly addressing concerns. 
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However, the literature review suggests that the depth and authenticity of insights gathered through AI tools as 

compared to traditional methods are not fully understood. The impact of AI on the qualitative aspects of employee 

engagement remains an area ripe for further research. 

 

The Advantages of Implementing AI in HRM Practices 

The integration of Artificial Intelligence (AI) in Human Resources Management (HRM) presents a bunch of 

advantages that have the potential to revolutionize HR practices and enhance organizational outcomes 

(Mer,2023). According to (Luz & Olaoye,2024), by leveraging AI, HR professionals can optimize processes, 

elevate employee experiences, and drive operational efficiency, thereby reshaping the HR landscape in the modern 

workplace. AI revolution for reshaping HRM in their organizations. The extensive array of advantages associated 

with the utilization of AI is geared towards enhancing the productivity of HR professionals and elevating the 

quality of services within organizations (Abdulla,2024). 

 

As highlighted by Duggal (2024), rather than dwelling on the negative aspects, humans can embrace the positive 

aspects of AI, recognizing its capacity to augment their cognitive abilities, facilitate interactions with customers 

and employees, and afford them the opportunity to concentrate on high-level tasks and further develop their skills 

to expand their capabilities. Additionally, AI can provide employees with increased flexibility, enabling them to 

explore new domains that foster motivation, learning, and immediate application of newly acquired knowledge, 

ultimately elevating satisfaction levels and averting monotony at work (Luhana et al., 2023). These outcomes are 

poised to yield a favorable return on investment for the organization while positively impacting employee 

contentment and customer satisfaction. Moreover, the integration of AI is anticipated to enhance the overall 

quality of decision-making processes. 

 

Expanding on the potential advantages of incorporating AI in HRM practices underscores the transformative 

impact it can have on organizational dynamics and the professional growth and satisfaction of employees (Ganatra 

& Pandya, 2023). This emphasis on the positive implications of AI serves to redirect attention towards the 

opportunities presented by AI in reshaping HRM practices and fostering a more dynamic and efficient work 

environment. 

 

Based on the structured thematic analysis, four clear themes emerged: 

1. AI in Recruitment and Selection: Studies confirmed AI improves resume screening, shortlisting, and 

candidate communication, but raises concerns about algorithmic bias if not properly monitored. 

 

2. AI in Performance Management: AI tools were found to support fairer evaluations and continuous 

performance tracking, but their reliance on data quality and the need for human oversight were emphasized. 

 

 

3. AI in Employee Engagement: Research highlighted AI’s use in real-time feedback tools and engagement 

surveys, but also noted risks of reduced authenticity in employee responses. 

 

4. Ethical and Practical Constraints: Multiple studies raised concerns about transparency, accountability, and 

the need for clear ethical frameworks to guide AI implementation in HRM. 

Overall, the results align directly with the research objectives and reinforce the need for organizations to balance 

AI’s potential with robust governance and human judgment. 

 

Implications  

The review findings imply that the effective adoption of AI in HRM has the potential to enhance efficiency, 

transparency, and strategic decision-making in recruitment, performance management, and employee 

engagement. However, realizing these benefits requires organizations to carefully balance automation with 

human judgment, address ethical risks such as algorithmic bias, and build trust through transparent AI policies. 

HR professionals must develop new skills in data literacy and AI governance to manage AI tools responsibly. 

Policymakers and organizational leaders should prioritize clear guidelines to ensure fair and ethical use of AI in 

sensitive HR functions. These implications highlight that AI should complement, not replace, the human 

element in HRM. 

 

 

Recommendations 

Based on the findings, this study makes the following recommendations: 

Develop AI Literacy: Organizations should invest in continuous training for HR professionals to build skills in 

data analysis, algorithm oversight, and ethical AI use. 
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Combine AI with Human Oversight: Organizations should design hybrid HRM models that integrate AI tools 

with human decision-making, especially for tasks involving subjective judgments. 

 

Strengthen Ethical Governance: Clear ethical guidelines and policies should be established to address bias, 

privacy, and accountability in AI-driven HR processes. 

 

Regularly Audit AI Systems: Continuous monitoring and evaluation of AI tools should be conducted to ensure 

transparency, accuracy, and alignment with organizational values. 

 

Foster Employee Trust: Organizations should communicate openly with employees about how AI is used in 

HRM to build trust and reduce fear of technology replacing jobs. 

 

Conclusion  

Apparently, integrating Artificial Intelligence would greatly improve HRM processes and empower HRM 

professionals to enhance organizational productivity and the effectiveness of HRM services (Sakka et al., 2022). 

Nevertheless, it is important to consider the following recommendations to address the challenges. The use of AI 

technology should be thoughtful, with a focus on transparency in accordance with organizational standards 

(Wren,2024). Therefore, organizations need to evaluate the AI algorithms they intend to use and make adjustments 

accordingly. 
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