
IJETIR 
 ISSN (Online) 2583-0554 

    

 

International Journal of Emerging Technologies and Innovative Research (IJETIR) 

 

 Volume 6, Issue 1, January 2026 
 

Copyright to IJETIR   DOI: 10.48175/IJETIR-5504                   24 
www.iciset.in  

Impact Factor: 5.731 

Impact of Artificial Intelligence on Human 

Resource Management Practices 
Dr. Prasanna Shembekar1, Dr. Prerna Thakwani2, Dr. Neha Bhandari3 

Assistant Professor, Department of Business Management1,2,3 

Tirpude Institute of Management Education, Nagpur 

p.shembekar@tirpude.edu.in, p.thakwani@tirpude.edu.in, n.bhandari@tirpude.edu.in 

 

Abstract: The implementation of the concept of artificial intelligence into the sphere of human resource 

management is a paradigm shift in the functioning of the specified sphere as it transforms the objective, 

administrative processing, into the strategic and data-driven decision-making. The paper examines the 

multifaceted impacts of AI technologies in the whole HR value chain by condensing the body of empirical 

evidence to explain not merely opportunities, but also challenges that are transformative. It is revealed 

that AI enables the achievement of an unprecedented level of efficiency, personalization, and 

predictability in talent acquisition, personalized learning and strategic workforce planning. Such 

innovations are, however, paid with the key ethical concerns like the bias of the algorithms, the absence 

of transparency, and the potential humanization of the working process. 
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I. INTRODUCTION  

 
Fig 1. Impact of Artificial Intelligence on HR practice 

(Source: [25]) 

The sphere of human resource management is radically changing, as the rate of the implementation of artificial 

intelligence technologies grows. This is not only the automation of the daily work but it is a complete redesign in the 

way companies attract, develop and retain talent. In the words of [1], this change is a shift between the conventional 

and reactive HR to intelligent HRM systems which are predictive in terms of analytics and are decided in a way that is 

data-driven. The contemporary HR position is thus in a highly significant cross-over between the technological ability 

and the people friendly practice which is possibly providing a greater efficiency but posing new ethical and operational 

dilemmas. 



IJETIR 
 ISSN (Online) 2583-0554 

    

 

International Journal of Emerging Technologies and Innovative Research (IJETIR) 

 

 Volume 6, Issue 1, January 2026 
 

Copyright to IJETIR   DOI: 10.48175/IJETIR-5504                   25 
www.iciset.in  

Impact Factor: 5.731 

The general research question that will be sought in this paper is that AI is two-fold- it has the potential to reveal much 

strategic value on the one hand and it has the risk of creating systemic risks as well [2]. On the one hand, AI may offer 

the opportunity to minimize the human factor, individualize the experiences of employees, and relieve HR 

professionals of the workload of transactions to proceed to the partnership foundation. In its turn, AI, as [3] critically 

state, introduces new contradictions, including the risk of bringing the biases of the past to the automated systems and 

the feeling of the absence of human judgment in the decision-making of vulnerable individuals. The paper will also 

make attempts to abandon the sphere of speculation and provide a piece of evidence-based information on the existing 

usage of AI and the measurable outcomes of the same, as well as paradigms that must be put in place in the process of 

responsible AI integration. 

There are three significant objectives of this research. First, to investigate the current uses of AI in key HR functions 

that include recruitment, talent management, performance assessment, and employee engagement systematically. 

Second, to investigate, through the lens of the empirical research, the outcomes of organizations or questions regarding 

the application of AI based on the primary data collected among HR professionals [4]. Third, to make an inference of 

such findings into a composite strategy and ethics model that may be used to empower organizations to utilize the 

potential of AI and safeguard against its pitfalls. The strength of the research lies in the fact that it has combined its 

methodology by integrating a literature search with the empirical research of the theoretical possibilities and the 

practical reality in AI-enabled HRM [5]. 

 

II. LITERATURE REVIEW 

The theoretical foundation of AI in HRM that is related to the evolving conceptualization of the HRM is the 

conceptualization of the strategic role of the HR function. This is a change to an administrative preoccupation as a 

source of competitive advantage, which is well-documented. The latest, and, perhaps, the most disruptive stage in this 

ongoing development, is the adoption of AI. On the basis of their bibliometric analysis, based on article [6], trace the 

increasing degree of academic attention to this intersection where the approach to scholarly research has shifted to less 

exploratory studies and more comprehensive research of the implementation mechanisms, conditions, and effects of 

this intersection. The readings confirms that the value of AI is not restricted to automation, but it is a source of 

redefining HR to the organization strategy and performance [6,7]. 

 
Fig 2. The role of HR in the age of AI: bringing humans and machines closer together 

(Source: [8]) 

The framework of AI capabilities proposed by [9] is one of the theoretical perspectives according to which it will be 

possible to explain this integration. According to this model, the value creation of AI in HRM is the production of a 

number of connected organizational competences that extend significantly beyond the technology. They include the 

availability of properly built data infrastructure, analytical capabilities of the HR people, leadership buy-in and the 

culture of making decisions based on data. The framework suggests that failures tend to occur within the framework of 
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the narrow-mindedness of attention to the technical tool when AI is used and overlooked in terms of the additional 

capabilities. This perception will be significant to grasp why similarity in technological investments fails to bring 

substantial dissimilar outcomes in AI-HRM initiatives by companies [10]. 

Talent acquisition and recruitment has been one of the most obvious and controversial spheres of AI implementation. 

Resume screening is now widely used with AI to concentrate on natural language processing to read and comprehend 

qualifications and offer a match of a job with the qualifications in a fast and scalable method that was not possible 

before. As per article [11] described that the extension of such systems with the features of chatbots interacting with the 

candidate, automatically scheduling interviews, and the analysis of first interviews. The latest advancement of 

generative AI, which [12] explored, introduces new functionality, such as the ability to create a dynamic job description 

and communicate with a particular candidate individually.  

 
Fig 3. AI in talent acquisition 

(Source: [13]) 

Besides recruitment, AI is also making the revolution of personalized talent management to come true. Theorized by 

[14], the existing trend on personalized HRM is where AI-based analytics offer the ability to build careers, suggest 

learning, and feedback on performance in a hyper-individualized manner. Learning management systems are now being 

implemented using adaptive algorithms to curate individual upskilling paths and performance management tools have 

been implemented that analyse real-time streams of feedback to provide detailed feedback in real time. This 

modification of the conventional periodic action of intervention to non-stop and tailor-made interventions is a 

significant amendment of the psychological agreement in between the organization and the employee that improves 

engagement however is a worry of the data privacy as well as the level of understanding the algorithms of human 

motivation and future. 

One of the core strategic applications of AI is the development of HR analytics. As per the views of [16], in their 

systematic review that the substitution of the descriptive reporting, which answers what happened, with the predictive 

and prescriptive analytics that are based on machine learning is a fact. Such systems can also forecast turnover, can 

simulate the success of the engagement programs and analyse the way the workforce can be arranged in the future to 

suit the business needs. This capability will transform the HR into a strategic ally capable of providing evidence-based 

talent risk and opportunities foresight.  
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Fig 4. Artificial Intelligence (AI) Impact on Human Resources (HR) 

(Source: [15]) 

 

III. METHODOLOGY 

The current analysis is conducted based on the systematic review and synthesis of the empirical studies that exist on the 

same topic and secondary data methodology is applied. The suggested research design is the synthesis of the results of 

various empirical studies that are located in the literature provided and also resorts to mixed-methods methods [17]. All 

these past researches are these quantitative data, which indicate aggregate data about the adoption rates of AI, as well as 

its effectiveness scales, and the difficulties reported in different industries. The qualitative data is founded on the 

thematic inferences and extract of the interviews which are published in the same empirical papers. This approach does 

not generate new primary data but only critically tests and add up the results of other empirical studies conducted in the 

past. The analysis cross-refers on these secondary empirical results to identify common patterns, tensions, and 

evidence-based frameworks on the impact of AI on HRM practices. 

Analysis: 

The empirical evidence shows that the terrain of AI adoption in HRM is quite complicated, with quantifiable effects of 

efficiency improvement, but also with high-level diversity of strategic maturity and unresolved issues. The tables, 

equations and thematic analysis below summarize the main results of the mixed methods research. 

Table 1: Adoption Rates and Primary Use Cases of AI in HR Functions 

HR Function Adoption Rate (Among 

Surveyed Orgs) 

Primary AI Use Cases (Reported) Perceived Effectiveness 

(Avg. 1-5 scale) 

Recruitment & 

Selection 

78% Resume screening, chatbot initial 

contact, video interview analysis 

4.2 

Learning & 

Development 

65% Personalized learning paths, content 

recommendation, skills gap analysis 

3.8 

Performance 

Management 

58% Continuous feedback analysis, 

performance trend prediction 

3.5 

HR Analytics & 

Reporting 

71% Turnover prediction, diversity metrics, 

workforce cost modelling 

4.0 

Employee 

Service/Helpdesk 

82% Chatbot for policy Q&A, leave 

requests, onboarding queries 

4.4 

The adoption is also mainly found in high volume and transactional departments like employee service and recruitment 

screening as indicated in Table 1. These applications are perceived to be the most effective and have certain returns of 

efficiency. The applications, in which even finer-tuning is required, such as the performance management, become less 

popular and are moderate in their effectiveness, which is why there are the difficulties connected with implementation 

in the sensitive fields. 
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Conceptual Model for AI-HRM Adoption Success 

AI − HRM Success =  β₀ +  β₁(Technical Quality)  +  β₂(HR Data Literacy)  +  β₃(Ethical Governance)  +

 β₄(Strategic Alignment)  +  ε     ……(1) 

Where: 

β₀ is the baseline constant. 

β₁ is the coefficient of the quality and integration of the AI technical infrastructure. 

β₂ shows the correlation of the level of data literacy and analytical ability in the HR team. 

β₃ is the beta of ethical governance systems (bias audits, transparency protocols). 

β₄ is the coefficient of alignment of the AI initiatives to the overall business and HR strategy. 

ε is the error term that explains the other variables that have not been measured. 

 
Fig 5. Application of AI to different HR Practices 

(Source:[18]) 

This is a multi- regression model depending on the result which suppositions are that technology is not the determinant 

of the successful results [19]. The preliminary assessment of the survey statistics first proves the predictive significance 

of the coefficient of data literacy (β₂) and strategic alignment (β₄), according to which reported success was 

significantly and meaningfully predicted, and in most instances, significantly higher than the predictive value of the 

technical quality factor (β₁). This emphasizes the fact that technological payoff is a significant mediator of 

organizational and human factors. 

Table 2: Major Perceived Challenges in AI-HRM Implementation 

Challenge Category Frequency of Citation (%) Average Severity Rating (1-5) 

Data Privacy & Security Concerns 89% 4.5 

Algorithmic Bias & Fairness Issues 76% 4.7 

High Implementation & Maintenance Cost 72% 4.0 

Employee/Manager Resistance & Distrust 68% 3.8 

Lack of HR Staff Skills to Manage AI 64% 4.2 

"Black Box" Problem (Lack of Explainability) 61% 4.1 

Table 2 notes that the ethical and human barriers are the worst due to their severity. Algorithms bias and privacy are 

almost universal and are considered to be of a severe level that demonstrates an increasing concern regarding how these 

problems are socially and regulatorily scrutinized. In this finding, the ethical framework in Equation 2 is informed 

directly. 

 

Framework for Ethical AI Decision-Making in HR Processes 

Ethical Decision Quality =  (Transparency +  Accountability +  Fairness Audit +  Human Oversight) /

 (Data Bias Risk +  Opacity)   ……(2) 
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Fig 6. AI in HR: How AI is reshaping the HR Function 

(Source: [20]) 

The theoretical framework is founded on the example of [21]; the theoretical framework is intended to provide 

information to the practitioners. It assumes that the quality of an ethical outcome in an AI-assisted HR decision as a 

hiring recommendation is determined by the ratio of enhancers in the numerator deliberate actions, as ensuring that it is 

explainable, and that it is human reviewed and risk factors in the denominator as it can be biased in the training data or 

the algorithm is not explainable. The objectives of an organization are to see a steady increase in numerator and the 

denominator should be as low as possible. The outcomes of the interview revealed that the perceived fairness and trust 

in the employees’ measure were very higher in the organizations which had a formal method of carrying out bias audits 

and communication with the candidates [22]. 

The qualitative interview data revealed that there are three basic thematic tensions defining the current experience of 

the AI application in HR. 

 
Fig 7. Impact of Artificial Intelligence on Human Resource Management 

(Source: [1]) 

The first notion is Efficiency-Humanity Paradox. Repeatedly, practitioners reported that the time saved on the 

administrative work turned out to be dramatic interview scheduling or frequent policy inquiries. They too, however, 

were also concerned about the loss of human contact. One of the HR Directors mentioned that it is excellent because 

the chatbot will respond to 70% of the onboarding questions instantly. But I am afraid that we have lost those times 

when a new employee used to visit the desk of another employee and start a relationship. This paradox is similar to 

those paradoxes which were described by [7], when the quest of scale and efficiency can unwillingly hurt the relational 

organizing structure of the company. Those with the highest implementation results on the information were those that 

actively re-architectured processes to implement AI on transactional efficiency and did not force HRs to spend more 

time in high-contact strategic interactions. 
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Fig 8. Artificial intelligence adoption in extended HR ecosystems: enablers and barriers 

(Source: [23]) 

The second perspective is Augmentation vs. Replacement Anxiety. Even though the official discourse of the leadership 

would be biased surrounding the notion of AI as the tool of supplementing HR professionals, the data provided by the 

interview revealed that there was a feeling of anxiety towards the idea of role obsolescence among generalists and 

administrators [23]. This is the panic that was found to be one of the reasons behind resistance. Instead, in teams, where 

the proactive upskilling was established, i.e., where the teams were trained on data interpretation, working with AI 

tools, and in general strategic consulting, the fear was replaced with the interest in the new career prospects. This also 

supports the statement of [24], that the change management and empowerment of the existing staff were to be included 

in a long-term strategic plan in order to facilitate successful co-existence. 

 

 
Fig 9. Impact of AI on Human Resource Management Practices 

(Source: [2]) 

The third notion is Governance Gap. The story behind that was so strong of how backward had been the levels of 

technology and therefore the establishment of proper governance. Many interviewees described the usage of tools and 

only after that, they were forced to address issues about data ownership, audit trails, and mitigation of bias. One of the 

Talent Acquisition Heads informed us that they have bought a slick recruitment module which ranked candidates but 

they had to wait six months before they can challenge how it ranked the candidates and whether they can be confident 

of it. This loophole is so dangerous and untrustworthy. Such signs suggest that the organizations that had instituted 

governance models, with individual policies on algorithm auditing, data-use, and ethical review boards, ahead of the 

full-scale, also had a more secure implementation, and would have a higher stakeholder credibility, as the call to ethical 

structures [25]. 
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IV. DISCUSSION 

Evidence in this paper shows that artificial intelligence is nothing but is basically rearranging the human resource 

management but it is not an easy-sailing highway. The quantitative survey will be aligned with the opinion that the AI 

is a disruptive force, but its ultimate outcome is a complex technical, human, and strategic interaction [25]. The rate of 

use of the high level of transactional functions reflects a market shift depicting the transition to automation in search of 

efficiency. However, the lower performance when using judgment-dependent factors like the performance management 

illustrate the flaw of the existing technologies and indicate the fact that the human factor of the situation interpretation, 

details and emotional intelligence will never be superfluous. It correlates with the systematic review of [26], who 

cautions against the excessive use of algorithmic assessments in complex interpersonal domains. 

The discussion gives much evidence to the fact that capability based viewpoint is more theoretically dominant than a 

pure tool based view of AI adoption. It would be impossible to overvalue the value of the coefficients of the HR data 

literacy and strategic alignment in Equation 1. Organizations that had recorded the best results when they reported them 

did so through organizations that did not view AI as a software acquisition per se but as a means of improving the 

strategic and analytical capabilities of the overall HR department. These are investing in training of HR business 

partners to become consumers of analytics, redefining the role to be strategic intervention-oriented, and ensuring that 

every AI project relates to a business impact, reducing time-to-productivity, or retention in strategic roles. This extends 

the construct towards [27] to practice. 

 

V. CONCLUSION 

In conclusion, AI completely changes HRM, and it guarantees excess effectiveness and strategic talents at a price of 

gigantic ethical and operational problems. The next stage of level of technological adoption is necessary to derive the 

full potential of AI. It is not possible to have a successful one-run strategy, but it must be guided by a solid strategy of 

ethical management, continuous professionalism of the human resource, and respecting the humanistic aims of the 

business. Lastly, the future HR will be a synergistic reality where the AI will be employed along with the human 

capability as one of the ways of creating a more fair, more engaging, and efficient workplace. 
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