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Abstract

In recent years, many organisations have started using Al to streamline their recruitment procedures, as
the tools which Al provides are time-effective and help in preventing errors. Al is creating a paradigm shift within
the organisational space as it is enabling businesses to use different data-driven insights for both hiring individuals
and carrying out talent management. The present research aims to identify how Al can positively impact the
critical functions of HRM such as recruitment, employee evaluation and talent management, the study has also
shown that through proper recommendations, Al can help HR professionals develop learning and training methods
that can be used for providing customizable career development opportunities. Overall, the findings show that
despite the limitations of Al technology, it has immense potential to change HR practices, reduce bias and increase
the level of transparency. The ethical challenges which are faced with the adoption of Al have been discussed in
detail to show the opportunities and areas for improvement.
Keywords: artificial intelligence (AI), human resource management (HRM), recruitment, employee retention,
talent management, performance management, training, retention

1. Introduction

The recent developments that have taken place in the field of artificial intelligence (Al) have ushered in
a new era of human resource management (HRM), through its machine learning and automation technologies, it
can help save time and lead to better organisational outcomes. Previously, HRM practices used to be manual and
time-consuming, and personal biases of the HR professional also affected the capacities of the organisations,
implementation of Al has therefore led to the standardisation of the different organisational processes and
improved the HR functions (Chowdhury et al. 2023). Al-enabled solutions in HR have impacted sub-functional
domains such as recruitment, training and development, talent acquisition, video interviews, employee
engagement, performance evaluation and prediction. The image below showcases how Al, robotics and other
advanced technologies help improve HR activities and strategies, from training employees with new qualifications
required for the job to improving the well-being at work, Al can significantly boost job performance (Vrontis et
al. 2023). Al algorithms are also known for improving the decision-making of HR professionals and making their
decisions more accurate.
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Figure 1: Different Ways Al is used for Enhancing HRM Practices

(Source: Vrontis et al. 2023)

The effective solutions which Al can provide to organisations and their managerial fields have revolutionized its
position across the industry. The different parts of the business are more integrated under Al, leading to enhanced
results and better utilization of resources. Through the use of sophisticated tools that Al has helped in building,
employees and management have been able to mitigate some of the prominent workforce challenges (Ghedabna
et al. 2024). The image below shows how the adoption rate of AI in HRM functions has continued to increase
over the years in the field of recruitment, performance management and the development of employees. The
purpose of the present research is therefore to understand how Al has been successful in transforming recruitment
in the organisation and how through effective utilization of organisational resources, HRM practices have been
able to manage the talent of individuals.
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Figure 2: Adoption of HRM functions (2018-2023)

(Source: Ghedabna et al. 2024)

Objectives of the Research

° To explore how Al-driven tools and technologies have enhanced recruitment practices of HR.

° To examine how Al technologies have transformed the talent management strategies used by HR
professionals to develop employees.
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° To identify the challenges organisations face while integrating Al technologies into HRM practices.
° To assess the role of Al in facilitating employee development plans, the future of Al and its long-term
impacts on HRM practices and organisational culture.
2. Methodology

The study has primarily employed secondary methods for data collection and analysis within the
research. The prime focus of the research has been identifying the role which Al plays in transforming the
recruitment and talent management aspects of HR, the use of secondary qualities methods has therefore helped in
providing deep insight into the existing problems. The secondary data has been collected from academic articles
journals and existing statistical reports. Furthermore, a thematic analysis has been carried out with the help of the
collected data to showcase the potential of Al within this field.
3. Findings and Analysis
3.1 Artificial Intelligence (AI) in Recruitment

Al technologies provide vast opportunities for organisations to improve their core functions such as
recruitment, payroll, and other form of self-service transactions. In the context of recruitment, HR individuals
previously had to manually go through screening CVs, send the candidate's messages and carry out reference
checking. With the help of Al, the algorithm can directly process hundreds of CVs to choose the best candidates
for the organisations, studies have shown that these methods work better than HR teams and reduce the rate of
attrition thereby improving the employee retention ability of the organisation (Bhardwaj, Singh, & Kumar, 2020).
It should also be noted that alongside processing a large amount of data, Al can provide real-time feedback to the
organisation and provide estimates. The study by Pan et al. (2023) shows that implementation leads to Al
shortlisting candidates from a large pool to find the ones that are the most suitable, the algorithm can evaluate and
reject resumes that do not meet the requirements of the organisation without any form of bias.
It has also been found that chatbot applications have severely helped in improving the candidate experience and
providing them with continuous updates about their resume submission. The chatbots also provide the candidates
with additional suggestions to improve their choice of words, speech and body language. While on one hand, the
organisation needs to recruit talented individuals for the organisation, retention of them is equally important, the
prediction made by Al about employees before hiring them can provide insight into their intentions (Bhardwaj,
Singh & Kumar, 2020). The statistical report from Statista carried out on different recruitment processes across
organisations in the US has shown that chatbots are the most used method for organisations for selecting potential
employees for the organisation (Statista, 2024). During the recruitment procedure, Al is also able to consider the
diversity, inclusion and equality needs of the organisation. The report also shows that although chatbots have the
highest rate of 45%, job recommendations on career sites, screening employees through automated messages and
marketing content have also proven to be successful in influencing employees.
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Figure 3: Use of Al in the Recruitment Process
(Source: Statista, 2024)

The use of Al in the recruitment process results in e-recruitment, this process helps the organisation
reduce its cost in hiring employees and reply to them in a much faster and quicker method. The additional tools
which Al provides to HR professionals allow them to carry out background checks on the employees to find out
if they fill the needs of the organisations (Vrontis et al. 2023). Al-enabled recruitment platforms are also able to
avoid any form of performance bias and transform the selection process. The past research work that has been
carried out on the subject has also shown that the different machine learning technologies have transformed the
selection process by introducing a more systematic approach and preventing the applicant from influencing the
selection process in any way (Abdeldayem & Aldulaimi, 2020). Researchers have argued that in the current
service-based economy, employees are the most important asset of any organisation, using Al therefore helps with
additional decisions to choose the right candidate who can bring out a competitive advantage for the organsiation.
In the study by Ghedabna et al. (2024), the researchers have shown how bias-related complaints have decreased
after Al was started being used in the recruitment process, simultaneously, the satisfaction level of the employees
has also increased. The disparities that are conducted due to race and ethnicity are avoided when Al is used for
choosing the candidates for the organsiation. Due to all of these positive qualities, the recruitment process across
top industries has been using Al in the modern era for talent acquisition.
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Figure 4: Impact of Al in Recruitment
(Source: Ghedabna et al. 2024)
3.2 Artificial Intelligence (AI) in Talent Management

In the field of HRM, acquiring and retaining employees with proper talent that aligns with the company
goals is an integral part of the hiring process. With the use of AI, HR professionals can carry out regular
evaluations of the employees and their performance. The talent management processes are carried out without any
form of prejudice, leading to increased satisfaction among the employees. HR managers can identify employees
who lack the proper skills through Al tools, proper training can therefore be provided to increase their values and
make a financially effective approach towards HR. Talent or performance management is therefore the new
method which organisations are using to track the performance of their employees (Votto et al. 2021). Carrying
out talent management is important for the organisation because it leads to making objective decisions and
increasing the rate of feedback which the employees receive. Employee training has been proven to be one of the
most effective ways through which employees learn new skills and align their career aspirations with the
organisation ( Ghedabna et al. 2024). AT also allows organisations to customize the training procedure, helping
the employees to adapt themselves according to their needs and requirements. Training carried out with Al reduces
the time taken to develop proficiency among the employees and reduces turnover rates in the organisation.

Studies show that effective talent management strategies in the organisation not only ensure that the right
people are selected for the tasks but also the employees are capable of fostering proper organisational culture and
increasing the engagement level in the organisation which would in turn boost the organisational performance of
the company (Liu, Li & Xia, 2021). Manual talent management approaches are seen to have limited data-driven
insight, and incorporating Al helps in meeting the modern workforce demands and needs of the organisation.
Implementation of Al also helps the employees gain a deeper understanding of the behaviour of the employees
and deliver personalized programs that can be used to align their needs to the organisational goals (Yanamala,
2024). The tools which Al provides can accurately provide real-time predictions on employee performance, assess
the likelihood of turnover and develop tailored intervention methods to improve retention efforts of the
organisation.
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Figure 5: Employee Turnover Before and After Al Intervention
(Source: Yanamala, 2024)
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Additionally, AT has also been designed to assess the skill levels of the employee, their learning preferences and
career goals to boost engagement, using Al in the training process is therefore necessary for better development
outcomes. When Al is integrated with the emotional intelligence of the employees, it can foster positive attributes
among the employees and make them more empathetic and supportive within the workplace. The workforce
challenges that are faced are reduced by implementing Al in the leadership strategies of the organisation. Al can
therefore help leaders of an organisation to make better informed decisions in the organisation. The research has
further proven that there is a 45% higher turnover rate when the engagement needs of the employees are not met
(Yanamala, 2024). Al has massive transformative potential for carrying out proper development in the
organisation and understanding the needs of the modern workforce. Predictive analysis allows the HR professional
to identify employees who are at risk of quitting the organisation and implement retention strategies which boost

the talent of the employees.
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Figure 6: Significance of Talent Management for Turnover
(Source: Yanamala, 2024)
3.3 Challenges of AI in HRM

The implementation of Al in the field of HR has both its merits and demerits, ethical challanges are some
of the most significant barriers which have been preventing organisations from actively incorporating these tools
and technologies. There are existing issues with data privacy and unfairness as the potential of Al is directly

Library Progress International | Vol.44 No.3 |Jul-Dec 2024

26481



Sumit D. Pawar, Gunjan H. Deshmukh

dependent on the type of data that has been used to train it. Therefore, if the data which has been used for training
is biased, it leads to biases which create workplace inequalities. As Al is more capable of handling and processing
data than HR professionals, it creates tension within the organisation as it diminishes the human aspect of HR
(Pan & Froese, 2023). However, Al is still in its early stages and has immense potential to transform the field of
HR, the predictive analysis carried out by Al might be currently flawed but can be improved in future. The use of
AT has been proven to improve the experience of the employee which raises the level of engagement among the
employees and positively impacts the social responsibility of Al implementation in business practices.

Studies also have shown that the complex nature of HR practices, small data sets of Al usage, ethical constraints
and employee reaction to decisions made by Al are some of the limitations towards the usage of this technology.
Additionally, although multiple research has greatly emphasized the significance of the use of Al in recruitment,
the studies have provided insufficient discussion on tools that need to be used for these procedures. The technical
and statistical evidence has suggested the positive role of Al in making decisions in the HR field, the risk of
discrimination leads to insufficient validation of recruitment. Problems with accountability are also raised with
the implementation of Al in HR practices, as employees might not prefer technologies making decisions on their
needs and expectations from the organisation (Budhwar et al. 2022). The knowledge on automation technology is
still limited and therefore requires more research to understand the work outcomes and the overall organisational
outcome, the Al-based technologies in HR therefore need to reduce the negative outcomes.

3.4 Future of Al in HRM

Al has immense potential in revolutionising the field of HR, the data analytical tools it provides can be
used for both learning about the background of the employees and also to improve the outcomes from the
employees and providing them with accurate feedback to improve their performance and decisions. As the
technologies continue to improve, Al will be able to predict more accurately and meet the human capital demands
of newly emerging organisations. As Al continues to advance, organisations will also have to adopt better
practices in the organisations that support this implementation process. In the future, the top management of
organisations will have to focus on re-strategizing their approach to make the HR strategies inclusive towards Al-
oriented culture in the workplace (Prikshat et al. 2023). The newly formed strategies will have to focus on adopting
Al-driven changes in the field of HR, support from the management is necessary for the successful implementation
of these technologies in the organisation. These different organisational facilities are important for enhancing the
awareness and usefulness of Al within the work sphere. The cost of technologies is another issue which prevents
organisations from embracing the potential of Al, the study has therefore suggested only focusing on relatively
mature Al tools such as recruitment Al (Pan & Froese, 2022). Joint investments can also be made with other
corporations and HRM experts to further develop Al tools in future.

4. Discussion

The findings from the present research have shown how Al can transform HRM practices by streamlining
the different processes, from helping the HR choose the right candidates that can positively contribute and help
the organisation grow to talent management. Al serves an instrumental role in handling skill gaps among
employees and boosting productivity among the employees. The significance of using Al in recruitment has been
constant across multiple literature, the research has identified chatbots to be the most effective methods on
websites to assist individuals. Without human intervention, the Al algorithm can communicate with potential
employees, check their backgrounds and evaluate if they are fit for the organisational position. On the other hand,
the study finds providing employees with timely feedback can help with talent management and employee
retention.

The study has also revealed that through performance analysis, organisations can gain a good
understanding of the areas in which their employees have been lacking and therefore provide them with accurate
personalised training to sharpen their skills and make them more adaptive towards the business processes. As a
result, the integration of Al in HRM practices is a fundamental change that will help transform the practices of
the business, this form of integration helps with engaging the employees in the organisational practices and helping
them grow and it also increases the level of satisfaction for the employee. The study further shows that although
there are ethical challenges with the use of Al currently, through proper training, the algorithms can be trained to
analyse data more carefully and make strategic business decisions which helps the organisation in saving costs.
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5. Conclusion

As concluding remarks for the present research, the study has shown Al to be an effective method which
can help the HRM practices of an organisation, making them more capable of recruiting the right employees and
also providing them with personalised learning opportunities for better productivity and carrying out talent
management. The findings of the study have proven that when Al is correctly applied within the business context,
it can help in increased learning retention, increasing productivity and carrying out effective career management.
The findings show that when data is processed manually, it can face issues with certain biases of the recruiter or
compatibility issues which makes the acceptance of the employee harder. Through the use of Al, these differences
can be addressed and an effective workplace environment can be created that is inclusive towards all employees.

There are a few limitations of the present research, as it has primarily utilised secondary qualitative data

for the data collection and analysis method. The findings from secondary research work can be subjective and
produce different results, on the other hand, lack of primary data has also prevented the research from discovering
anything new. The study has been limited to existing knowledge without contributing anything new to the growing
literature on Al implementation in the field of HR. However, the thematic analysis that has been carried out within
the study has been broad and has dealt with both the significance of Al on recruitment and talent management.
Future research on the subject can focus on Al tools that can be used for recruitment and their significance,
different algorithms and mechanics which can be used for talent management. Research in the future can also
carry out primary study on HR professionals to gain a deeper insight into Al and its impact of HR practices.
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