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Abstract---Purpose: This study systematically explores the role of Artificial Intelligence 
(AI) in transforming Human Resource Management (HRM), with a focus on 
recruitment, employee engagement, and decision-making. It aims to consolidate 
fragmented research, address ethical issues, and highlight sector-specific AI applications 
in HR practices. Design/methodology/approach: A systematic literature review (SLR) 
was conducted. following the PRISMA framework to ensure methodological rigor and 
transparency. Seventy-five peer-reviewed studies published between January 2020 and 
May 2025 were examined using databases such as Scopus, Web of Science, IEEE Xplore, 
SpringerLink, and Google Scholar. Data were summarized through narrative and tabular 
mapping to compare traditional HR approaches with AI-powered methods. Findings: 
The review reveals that AI significantly enhances recruitment efficiency by reducing the 
time-to-hire by nearly 50%, increases employee engagement through real-time sentiment 
analysis, and improves HR decision-making with predictive analytics that achieve a 
turnover prediction accuracy of over 75%. However, issues such as data bias, privacy 
concerns, and employee resistance remain significant. Industry-specific uses reveal that 
AI adoption varies across technology, healthcare, retail, finance, and education, 
emphasizing the need for tailored implementation. Research limitations and 
implications: The study is restricted to peer-reviewed publications in English from 2020 
to 2025. Future research should include longitudinal studies and explore cross-cultural 
contexts of AI adoption in HR. Practical implications: For HR practitioners and 
policymakers, the study provides a unified framework for the responsible adoption of AI. 
It emphasizes the importance of balancing efficiency and fairness, ensuring transparency, 
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and including human oversight in AI-driven HR systems. Originality/value: This is one 
of the few systematic reviews that provides a comprehensive and integrated analysis of 
AI in HR, connecting efficiency improvements with ethical governance and offering a 
conceptual framework for future human-AI collaboration in HRM. 
 
Keywords---Workforce Transformation, Human Resource Management (HRM), 
Artificial Intelligence (AI), Recruitment, Employee Engagement, Predictive Analytics, 
Systematic Literature Review (SLR), PRISMA Framework, Ethical AI. 

 
 
Introduction  
 
Human Resource Management (HRM) is key to organizational success. Beyond hiring, HR nurtures 
talent, manages performance, boosts engagement, and shapes environments in which employees can 
excel. Traditionally people-focused, HR methods are increasingly challenged by organisational growth 
and data availability. Recruitment, performance management, and well-being processes remain time-
consuming, bias-prone, and often disconnected from rapidly changing workforce needs (Stone et al., 
2024). Artificial Intelligence (AI) offers a transformative solution, promising efficiency, improved 
decision-making, and enhanced employee experience (Dima et al., 2024; Venugopal et al., 2024). 
Machine learning, deep learning, and related technologies are now applied across industries from 
architecture and construction to smart building management and healthcare fundamentally altering 
human capital management (Baduge et al., 2022). This shift demands an understanding of AI’s 
capabilities and its ethical implications, including privacy risks and algorithmic bias (Dima et al., 2024; 
Zhang, 2023). Strategic AI integration in HRM enhances departmental efficiency through agile, data-
driven processes and improved organisational decision-making (Palos-Sánchez et al., 2022). Recent 
studies highlight gains in accuracy and process effectiveness, alongside challenges in data security, 
privacy, and trust (Sucipto, 2024; Madanchian, 2024). HR professionals increasingly rely on technology 
to bridge capability gaps. Rather than replacing jobs, AI empowers HR teams to make smarter, faster 
decisions (Rahman & Singh, 2025). It includes natural language processing (NLP), machine learning 
(ML), robotic process automation (RPA), or cognitive computing -- solutions that automate everyday 
tasks such as resume screening or benefits administration so professionals can focus on high-level 
strategies (Luo et al., 2025; Qayoumi et al., 2025; Bartosiak & Modlinski, 2022; Pei et al., 2024). 
 
One instance of this AI ripple effect can be seen in recruitment, where the technology replaced resume 
scanning and subjective candidate assessment with automated screening that reduces hiring cycle time, 
improves accuracy, de-identifies applications during interactions, and improves workforce diversity 
(Ardichvili et al., 2024; Stone et al., 2024; Madanchian & Taherdoost, 2025). Beyond recruitment, the 
potential contributions of AI include the potential to transform talent acquisition, talent development, 
performance evaluation, career development and compensation systems, and turnover management 
systems, to name a few - all of which are manipulable by fuzzy logic which has been proved to 
maximize AI implementation for critical decision-making (Manthena, 2021; Palos-Sanchez et al., 
2022).AI also makes engagement more dynamic through communication platforms, feedback tools, and 
wearables that enable real-time sentiment analysis boosting morale, managing stress, measuring 
satisfaction, and providing proactive responses to improve retention and organizational climate 
(Chowdhury et al., 2023). Future workforce trends, retention risks, and the connection between 
individuals and organizational strategies call for advanced algorithms for soft skill assessment based on 
behavioral and linguistic research, supporting a comprehensive evaluation of personnel qualities that 
were previously difficult to quantify with a single metric. Yet challenges persist. Increasing use of data 
increases privacy concerns (Kelvin et al., 2025). Algorithmic discrimination can reinforce existing biases 
in hiring and evaluation processes (Madanchian & Taherdoost, 2025). Employee resistance, concerns 
about job security, and perceptions of management impersonalism highlight the importance of 
transparent communication and effective change management (Chowdhury et al., 2023). Ethical 
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dimensions (equal treatment, interpretability, and attribution) are prime rule predictors of trust (Faqihi 
& Miah, 2023; Sadeghi, 2024; Dima et al., 2024) Technical limitations related to data variability and 
generalization are being effectively addressed by recent advances in NLP and ML technology (Qayoumi 
et al., 2025; Zhang, 2023). However, successful integration needs careful attention to design, 
governance and organizational culture (Tinguely et al., 2023; Taslim et al., 2025; Malik et al., 2020; 
Prikshat et al., 2021). 
 
This paper provides a thorough review of empirical studies on AI in HRM from the past two years, 
focusing on the intersectional areas of AI and recruitment, AI and engagement, and AI and decision-
making. It highlights the benefits and challenges of adopting AI, providing insights for practitioners and 
policymakers on how to implement AI ethically and thoughtfully balancing technological use with 
human oversight, fairness, and empathy in HR practices (Dima et al., 2024). 
 
Research Objectives: In order to address these challenges and opportunities, this research intends to: 

1. Integrate existing empirical and theoretical research on how AI impacts key HR functions like 
recruiting, decision-making and employee engagement. 

2. Explain the ethical, organisational, and technological challenges associated with the 
implementation and management of AI in HRM. 

3. Balance efficiency, fairness, and human management against AI-powered HR practices and 
offer viable suggestions to HR professionals and policymakers. 
 

Research Questions: Based on these goals, this research poses the following questions: 
1. How is AI being used across HR functions - both public sector and providers of HR - and 

what kind of outcomes are being reported? 
2. What ethical, organisational, and technical issues does the implementation of AI in HRM, 

especially in public institutions, present? 
3. How can we ensure that AI adoption is governed in a way that is fair, transparent, and 

respectful in terms of employee trust, while also maintaining human-centric HR practices? 
 

Literature Review 
Artificial Intelligence (AI) in Human Resource Management (HRM) is rapidly becoming a key area of 
growth. As HR functions evolve, AI tools provide innovative solutions to longstanding challenges, 
including recruitment inefficiency, employee engagement, and informed decision-making. In this 
literature review, we examine the role of AI in various HR activities, supported by research and real-
world examples, illustrating how AI is transforming the HR landscape. 
 
AI in Recruitment 
Human Resource (HR) is a resource-intensive function, and AI will revolutionize the way employees 
are sourced. HR staff previously spent a significant amount of time filing resumes, conducting 
interviews, and screening candidates, but these tasks have become much more efficient, accurate, and 
less biased with the introduction of AI technologies such as natural language processing (NLP) and 
machine learning (ML). Once again, resume screening, candidate ranking, interview scheduling, and 
other tasks are automated, which has improved recruiter productivity by 30-50% (Stone et al., 2024; 
Huang & Rust, 2023). AI also helps to eliminate unconscious bias by using anonymized applications to 
promote diversity (Madanchian & Taherdoost, 2025). Its increasing use in the field of recruitment 
means that algorithms can now rapidly and accurately analyze high-dimensional candidate profiles 
(Palos-Sanchez et al., 2022), deliver more accurate predictions of hiring and retention outcomes (Dima 
et al., 2024), and interact with candidates through chatbots to improve the candidate experience (Nawaz 
et al., 2024). AI has been described as a revolution in recruitment, automating many routine tasks and 
aiding the decision-making process (Owakili, 2025). This is indicative of the wider digital HR trend, 
where AI is being used to automate processes, optimise data utilisation, and augment human labour in 
the recruitment process (Nyathani, 2022; Dima and colleagues, 2024). 
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Table 1: Key Studies in AI Recruitment 
 

Study/Author Key Findings AI Tools Used Impact/Examples 

Stone et al., 
2024 

AI improves recruiter 
productivity by 30%-50% and 
reduces unconscious bias. 

Resume 
screening, 
Candidate ranking 

AI tools enhance recruitment 
efficiency and fairness. 

Huang & Rust, 
2023 

Automated screening improves 
speed and fairness in candidate 
selection. 

Machine Learning 
(ML) algorithms 

AI helps identify the best 
candidates faster and with greater 
accuracy. 

Ardichvili et al., 
2024 

AI enhances candidate 
matching accuracy and 
dynamically adapts to recruiter 
feedback. 

ML and NLP AI-driven tools help refine 
candidate selection, ensuring 
better cultural fit. 

AIMultiple, 
2025 

Beam AI reduced hiring cycles 
by 40% and increased talent 
pool size. 

Dynamic resume 
parsing 

Improved recruitment speed and 
quality, especially in large 
organizations like Eaton. 

 
Although AI tools can be found beneficial, it has its pitfalls. In accordance with the words of the 
authors of the article, by Ardichvili et al. (2024), whereas artificial intelligence can work well in analyzing 
the hard skills that include the technical performance, it will find it difficult to analyze the soft skills that 
include the cultural fit and interpersonal attributes. In this way, the hiring process still remains deeply 
rooted in human judgment. Algorithms bias in AI-based recruiting is a severe issue that must be 
designed carefully and closely followed to ensure applicants are not considered based on potentially 
biased grounds (Soleimani et al., 2025). This also highlights the significance of explainable AI in 
recruitment, as it implies that HR professionals will be able to gain insight into the logic driving AI-
driven decision-making process and intervene in this scenario to avoid biases. Furthermore, the concept 
of AI algorithms is complex and therefore adds to its drawback as it may be challenging to adopt by the 
organization in case it lacks awareness of the underlying technology, as well as in areas with non-
supportive regulatory frameworks (Oman et al., 2024).  
 
Opinion and Sentiment Analysis of Employees 
 
AI is also contributing to engaging employees more by not only going beyond the usual year-end survey 
to give prompt reports on employee pulse. Conventional surveys are not efficient to work with 
responses in real-time and cover new topics that are trendy, not to mention that AI-based sentiment 
analysis can be used to create a continuous flow of data related to staff satisfaction, health status, and 
job-related stress (Chowdhury et al., 2023). Sentiment analysis and pre-surveys about employees are 
examples of AI-based systems that extract information on and off communication channels, internal or 
staff surveys, and even wearable data to deliver real-time employee sentiment data. These solutions 
enable the HR to actively implement interventions to achieve better employee retention and employee 
satisfaction, including providing individualized learning or wellness programs. Additionally, owing to 
the ability of AI to process large safes of employee interactions and feedback, small-scale trends that 
may signal disengagement or threats of becoming attrition can be identified to respond accordingly 
(Baduge et al., 2022; Qayoumi et al., 2025). Such a positive attitude also results in a more efficient 
workplace due to proactive approach to the needs of the employees, which promotes a friendlier 
atmosphere. The data available in the AI generated sentiment analysis can be used to develop 
contextual HR intervention to enhance a stronger organisational culture and enhanced wellness among 
workforce. 
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Table 2: Key Studies in Employee Engagement and Sentiment Analysis 
 

Study/Author Key Findings AI Tools Used Impact/Examples 

Chowdhury et 
al., 2023 

Real-time sentiment analysis 
can detect early signs of 
disengagement or 
dissatisfaction. 

Sentiment analysis 
tools (using NLP 
and AI) 

Tools like AI chatbots and 
feedback platforms improve 
employee engagement at 
Booking.com. 

Nguyen et al., 
2023 

AI boosts survey response 
rates by 20%, providing more 
reliable data. 

AI-driven feedback 
systems 

Real-time feedback enables 
personalized learning opportunities 
and fosters better engagement. 

Patel & Mehta, 
2024 

Personalized AI learning 
programs significantly 
improve retention. 

AI learning 
management 
systems 

Companies like Teladoc Health use 
AI to tailor educational programs, 
enhancing retention. 

Kelvin et al., 
2025 

Privacy concerns around AI 
tools used for employee 
engagement. 

Continuous 
feedback apps, 
wearables 

There is a need to balance 
engagement with ethical privacy 
standards in data usage. 

 
Nonetheless, although larger opportunities can be uncovered through the use of AI tools, concerns 
about privacy and surveillance arise. It is crucial that organisations be honest in their communications 
with employees regarding the purposes of data collection, as employees may not be comfortable with 
such a high level of control. The data collected and processed, along with ensuring that employees 
understand it, will influence the trust that employees have (Kelvin et al., 2025; Zhang & Lee, 2024). 
Such transparency not only helps to allay fears of data misuse but also fosters a more trustworthy 
environment around AI-powered engagement initiatives. Furthermore, the ethical application of AI in 
relationship engagement requires effective data governance frameworks and clearly defined policies on 
who can access what data, as well as any use or storage of data that could unintentionally infringe on 
staff privacy or cause adverse effects. Additionally, AI adoption can significantly streamline work 
processes, enhancing the overall employee experience and engagement, as individuals will no longer 
need to perform simple tasks; instead, they can focus their efforts and time on more cognitively 
demanding work (Pooja & Krishnan, 2024).  
 
Human Resource Predictive Analytics 
 
Predictive analytics in human resources enables organizations to shift from reactive to proactive talent 
management by using AI models to analyse historical data like HR metrics and turnover rates to 
forecast trends. This helps HR address issues early, such as predicting employee attrition to implement 
retention strategies, or identify top performers, workforce needs, and skills gaps to inform training 
(Venugopal et al., 2024; Ayanponle et al., 2022). AI-driven employee attrition prediction, achieving an 
average accuracy exceeding 75%, assists human resources teams in prioritising employee retention 
initiatives and customising retention strategies (Ahmed et al., 2023; Pei et al., 2024). Furthermore, these 
tools can be leveraged to identify skill deficiencies within the workforce, thereby facilitating strategic 
planning for future talent development. 
 

Table 3: Key Studies in Predictive Analytics for HR Decision-Making 
 

Study/Author Key Findings AI Tools Used Impact/Examples 

Ahmed et al., 
2023 

AI models can predict 
employee turnover with an 
accuracy of over 75%. 

Predictive analytics, 
machine learning 

AI helps identify at-risk employees, 
enabling proactive retention efforts. 

Pei et al., 2024 AI helps identify skills gaps 
and optimize workforce 
planning. 

Predictive analytics, 
workforce 
optimization tools 

Canford Healthcare utilizes AI to 
forecast staffing needs, thereby 
reducing costs and enhancing 
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employee satisfaction. 

Ooi et al., 2025 AI-driven models support 
data-driven strategic 
workforce decisions. 

Workforce planning 
tools, predictive 
models 

IBM Watson Talent integrates 
predictive analytics to make HR 
decisions more strategic. 

Johnson & Kim, 
2024 

AI in healthcare HR 
improves staffing efficiency 
by optimizing schedules. 

AI scheduling tools AI-driven scheduling at Canford 
Healthcare reduces staff shortages 
while optimizing costs. 

 
"Predictive analytics is a powerful tool, but you won't get the best out of it unless you provide high 
quality data to artificial intelligence models." If not representative and of relatively high quality, 
predictions may be inaccurate and biased. So, making data quality is the supreme (Pei et al., 2024). The 
necessity of integrating human resources, data science and ethics research from a Scandinavian point of 
view to produce reliable prediction models and prevent ambiguities in complex human resources 
phenomena (Malik et al., 2020; Wijayati et al., 2022) The predictability of analytical results benefit 
human resource management in improving decision-making in work spirit planning, employee rewards, 
and supplier rate management (Yuan, 2018). Our experience shows that this transition to data-driven 
insights allows HR functions to shift their allocations from administrative to strategic, which ultimately 
can have a positive impact on organizational growth and profitability (Reena et al., 2019). 
 
Top AI Use Cases For HR: Industry-Specific Examples 
 
The influence of artificial intelligence on HR functions is now tangible and actively utilised across 
various industries to address workforce challenges. It offers numerous applications, as outlined in the 
table below, demonstrating how industries incorporate AI into HR processes. Even developing 
countries benefit from AI in talent acquisition and employee well-being, underscoring its versatility. For 
example, in the manufacturing sector, AI predicts labour requirements based on production plans to 
optimise workforce deployment and reduce costs (Baduge et al., 2022). In retail, AI assesses sales data 
and customer traffic to adjust staffing levels, ensuring adequate coverage during peak periods while 
minimising expenses (Dima et al., 2024). In construction, AI and intelligent vision systems monitor 
safety, forecast hazards, and manage human resources efficiently, ensuring compliance and operational 
effectiveness (Baduge et al., 2022). The future vision of Construction 5.0 encompasses the integration 
of intelligent machinery with human ingenuity to develop human-centred, environmentally sustainable, 
and personalised solutions (Baduge et al., 2022). The widespread adoption of AI in Industry 4.0 
demonstrates its potential to drive transformative progress across multiple sectors, especially with the 
advancement of smart vision technologies that combine advanced cameras, powerful computing, and 
deep learning algorithms (Baduge et al., 2022). These innovations are crucial for optimizing complex 
HR operations, encouraging collaboration between humans and intelligent systems, and promoting 
sustainable and efficient industrial practices (Jia & Hou, 2024).  
 

Table 4: Industry-Specific AI Applications in HR 
 

Industry AI Application Description Examples Benefits 

Technology Automated 
Sourcing and 
Screening 

AI tools analyze extensive job 
applications and resumes to 
quickly identify the top 
candidates. 

Google, 
Microsoft 

Faster hiring and 
improved candidate-
job matching. 

Healthcare Predictive 
Workforce 
Planning 

AI-driven tools help forecast 
staffing needs based on patient 
demand, ensuring optimal 
staffing levels. 

Canford 
Healthcare 

Optimized staffing, 
reduced costs, and 
improved job 
satisfaction for staff. 

Financial 
Services 

Bias-Free 
Cognitive 

AI uses neuroscience-based 
Tools for unbiased assessment 

JPMorgan 
Chase, Deloitte 

Fair recruitment, 
diversity, and reduced 
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Industry AI Application Description Examples Benefits 

Assessments of candidates' cognitive abilities 
and personality traits. 

risk of bias in hiring. 

Retail Personalized 
Employee 
Learning 

AI analyzes employees' learning 
styles and preferences to deliver 
personalized training programs. 

Walmart, 
Amazon 

Increased engagement, 
upskilling of 
employees, and higher 
retention rates. 

Manufacturing Performance 
Management 
Analytics 

AI tools monitor real-time 
productivity, safety, and 
operational efficiency, 
providing actionable insights. 

Siemens, 
General 
Electric 

Improved 
performance, safety, 
and operational 
efficiency. 

Education Sentiment 
Analysis for 
Engagement 

AI analyzes feedback and 
communication to gauge 
employee and student 
satisfaction in real-time. 

University of 
Pennsylvania 

Enhanced satisfaction, 
increased retention, 
and better engagement 
strategies. 

 
Popular AI Tools in HR 
 
Eightfold AI excels in talent intelligence and unbiased screening, driving recruitment automation and 
improving diversity analytics for global firms. Beam AI specialises in dynamic resume screening and 
workflow automation, making candidate parsing and ranking more efficient, as seen at Eaton 
Corporation. IBM Watson Talent combines predictive analytics with sentiment analysis to assist 
workforce planning and employee engagement monitoring, with successful implementations at 
Booking.com and Canford Healthcare demonstrating its capabilities. HireVue utilises AI-powered video 
interviews, including facial and speech analytics, to refine candidate assessment and pre-screening, 
widely adopted by technology companies. Lastly, Workday integrates HR workflow management, 
learning systems, and analytics to support comprehensive employee development and HR automation 
across large organisations. Taken together, these tools help organisations to see how AI improves 
efficiency, personalization, and strategic decision-making in HR, fueling recruitment optimization, 
improved workforce management, and employee development via data-driven insights. Given the 
evolution of HR landscape driven largely by these AI progressions, traditional HR competencies have 
been evaluated to re-define skill-sets and strategically adopt technology to create a more agile, data-
driven, and human-minded workforce (Mwita & Kitole, 2025). This technological evolution represents 
a groundbreaking shift away from traditional HR practices towards an era where AI not only simplifies 
operations but also fortifies strategic foresight and organizational resilience through data-driven 
decision-making (Kalra, 2020). AI in HR Industry - Can enhance understanding in HR to analyse 
employee behaviour, to predict future workforce requirements and develop better talent management 
solutions. Moreover, widespread adoption and use of AI-powered database management systems such 
as CloudHR and SAP SuccessFactors reinforces a general trend towards digitalisation and intelligent 
data use of HRM functions (Prikshat et al., 2021). 
 

Table 5: Popular AI Tools in HR Features and Use Cases 
 

AI Tool Key Features Use Cases Examples 

Eightfold AI Talent intelligence, unbiased 
screening 

Recruitment automation, 
diversity analytics 

Global enterprises (Eightfold 
AI, 2025) 

Beam AI Dynamic resume screening, 
workflow automation 

Resume parsing, candidate 
ranking 

Eaton Corporation 
(AIMultiple, 2025) 

IBM Watson 
Talent 

Predictive analytics, sentiment 
analysis 

Workforce planning, 
engagement monitoring 

Booking.com, Canford 
Healthcare (IBM, 2025) 

HireVue AI video interviewing, facial 
and speech analytics 

Candidate assessment, 
pre-screening 

Tech companies (AIMultiple, 
2025) 
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AI Tool Key Features Use Cases Examples 

Workday HR workflows, learning 
management, analytics 

Employee development, 
HR automation 

Large enterprises (IBM, 2025) 

 
Research Gap and Contribution 

 
Although literature has covered the application of Artificial Intelligence in Human Resource 
Management, including recruitment and employee engagement. and prediction in various organizations, 
there are still some gaps. First, there is a widespread piecemeal nature to the literature, where we focus 
on an individual HR function and lack a broader view that connects the various processes involved 
around recruitment, engagement, and decision making within an end-to-end AI ecosystem. This makes 
it challenging to evaluate the impact of AI adoption on HR practices at the organizational level. Second, 
although many papers describe the benefits of AI in HRM, limited empirical research is available for 
quantitatively analyzing its impact on important organization outcomes, including productivity, 
employee retention, and overall business performance in the context of sustainable HRM (Jia & Hou, 
2024). Thirdly, there is little discussion of the ethical considerations or possible biases of using AI in 
HRM, especially surrounding fairness, transparency, and accountability in algorithmic decision-making 
between employees (Madanchian & Taherdoost, 2025; Dima et al., 2024).  

 
Second, while many papers highlight the advantages of utilizing AI (speed, precision, cost-efficiency, 
etc.), the small talk on unintended consequences of AI utilization has largely ignored this concern 
(algorithmic bias, employee resistance, ethical rights regarding confining individuals to data etc.). Few 
studies go beyond enumerating benefits to try and explain the contradictions or trade-offs HR 
managers encounter when implementing AI tools. At the same time, the long-term impacts of AI 
implementation on the evolving skill mix needed by HR professionals are largely unknown, just as is the 
potential restructuring of the work organization that advanced automation brings (Baduge et al., 2022). 
These are unexplored frontiers that highlight crucial gaps in our current understanding of the 
comprehensive impact of AI on human capital management (Dima et al., 2024). Further, the existing 
scholarship fails to provide a helpful framework for evaluating ethical impacts and potential biases 
buried deep in AI applied to HR (Zhang, 2023), which has significant implications in ensuring business 
practices regarding employment aren't unfair and predisposed (Saini, 2023). Furthermore, the inclusion 
of AI within HRM requires further examination as to how organisation structures must evolve to 
remain competitive and sustainable, especially considering the dramatic impact of technology on 
efficient organisation design (Dima et al., 2024). Finally, there is an overarching need for a synthesized 
understanding of how AI reshapes the entire HR ecosystem, affecting not only operational efficiencies 
but also the fundamental nature of work and employee well-being (Dima et al., 2024).  

 
Third, industry-specific applications of AI in HR remain underexplored. Most existing studies provide 
general insights without showing how AI solutions vary across healthcare, retail, manufacturing, 
education, and financial services. This lack of contextualization reduces the practical utility of current 
scholarship for decision-makers in specific sectors. Finally, prior literature reviews often rely on 
narrative synthesis or small sample analyses. There is a shortage of systematic literature reviews (SLRs) 
that apply structured frameworks such as PRISMA to map out the full scope of AI applications in HR, 
compare traditional and AI-driven methods, and highlight future directions. 
 
Contribution of This Study 

 
This gap in knowledge is filled by this study, which indicates: 
1.  A systematic literature review (SLR) based on PRISMA, encompassing 75 peer-reviewed articles to 

ensure methodological rigor and transparency. 
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2.  Providing a comprehensive and integrated analysis of AI across all HR areas such as recruitment, 
engagement, and decision-making delivers a unified perspective rather than fragmented data or 
knowledge. 

3.  As the first article to address the diverse issues related to AI adoption covering positive aspects, 
ethical threats, privacy concerns, and worker opposition it offers a clearer insight into the topic, 
fostering a more rational and multi-faceted discussion. 

4.  Publishing context-specific disruption case studies across various industries including health, 
technology, retail, and education to elucidate the practical implementation of AI. 

5.  Practically, this impacts HR professionals and policy-makers, who must consider how to apply AI 
responsibly to ensure it is used effectively for efficiency benefits while still upholding fairness and 
trust. 

 
This paper significantly contributes to the learning literature and practice. It also charts the current 
maturity of AI in HR and outlines a visionary roadmap for responsible AI implementation, ethical 
governance, and collaboration between AI and humans forming the future principles of human 
resource management. 
 
Comparative Analysis of AI compared with classic HR procedures 
 
Recruitment, employee enablement, and HR decision-making models have been in use for decades. 
While these methods remain effective, they often fall short in today's fast-paced, data-driven 
organizational environment. Not surprisingly, AI-based tools have emerged as innovative alternatives, 
offering faster, more intelligent, and more accurate solutions. And the question must be: how do such 
AI-based HR strategies compare to traditional HR strategies that have been in operation over the years? 
As a form of an example, does it really work better or do they present a series of challenges in their own 
right? All of which means we need to delve into this comparison to see what differs, specifically what it 
is that AI and traditional approaches to HR offer. Not only the strengths and weaknesses of both 
approaches will be examined but also the difference they introduce to the results of the given 
organization, as part of the comparative analysis of the performance and efficiency of solutions through 
artificial intelligence in contrast to the traditional HR practices (Franca et al., 2023). In this part, we will 
discuss a type of approach that has been adopted by many research studies that is a function-by-
function analysis where we take the time to understand how AI-based tools are changing not only these 
two dimensions of HR strategy but how HR conducts the business i.e. recruiting, managing 
performance and growing and retaining employees (Dima et al., 2024). 
 
Recruitment: Speed, Stimulation and Bias 
 
Recruitment was traditionally one of the most time-consuming functions-and subjective functions-in 
HR. Recruiters have been reading resumes, conducting interviews, and attempting to identify if a 
candidate is a good fit for the organization for hours. Traditional recruitment methods depend heavily 
on the experience, intuition and unfortunately biases of the recruiter. This can easily lead to manual 
screening processes that are often lengthy and to limited access to diverse candidate pools, which can 
be efficient and fair (Rukadikar et al., 2025). In contrast, AI-based recruitment tools can automate 
resume screening, analyze data on a scale of candidates, and even hold early interviews to dramatically 
shorten time-to-hire through larger-scale outreach (Hunkenschroer & Kriebitz, 2022).  
 
However, AI changes the game for this process. AI tools have the potential to sift through hundreds, 
even thousands, of resumes in a matter of seconds, finding candidates who are the best possible match 
for a given job role based on objective criteria like skills, experience, and qualifications. According to 
Stone et al. (2024), an AI can boost recruiter productivity by up to 50%, allowing HR experts more time 
to focus on strategic tasks such as relationship building with candidates and hiring managers. These 
tools have the advantage of being faster as well as more accurate. For example, feedback and previous 
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choices can be used to further refine the process by periodically updating machine learning (ML) 
algorithms. Furthermore, the AI-powered tools improve the efficiency of the hiring process and, 
therefore, result in decreasing the time-to-hire metric (Ouakili, 2025). Such accelerative process is very 
important for the organization's competitiveness for job roles because by this process we can easily get 
the right candidates on board and we can also save time in terms of verifying resumes, matching skill-
sets, and making a decision or judgment (Koman et al., 2024).  
 
In addition to this, AI's involvement decreases the occurrence of bias in the hiring process. With 
traditional methodologies, decisions can be impacted by unconscious biases - either based on gender, 
race, or even age - without our conscious knowledge. By de-identifying the resume in recognition of 
pertinent qualifications and experience, artificial intelligence (AI) can help reduce these biases and result 
in a more diverse and inclusive workforce (Madanchian & Taherdoost, 2025). This balanced approach, 
powered by AI algorithms and objective data, ensures fair and balanced hiring choices, resulting in a 
workforce that is representative for the entire talent pool (Oman et al., 2024). Moreover, predictive 
analytics that AI tools utilize will identify the potential candidates who will be most likely to succeed in 
a given position, yet another way that AI tools are optimizing the quality of hires and thereby 
minimizing turnover rates ("Proceedings of the 19th Conference on Computer Science and Intelligence 
Systems (FedCSIS)," 2024). This ability to analyze candidate data in a manner much more powerful 
than traditional heuristic approaches recognizes subtle patterns and correlations human recruiters may 
miss (Sasi, 2024) (Albassam, 2023)  
 
However, AI is and won't be a perfect solution. While AI minimizes bias, bias can be reproduced within 
AI when it is trained on bias. For example, if an AI tool is trained using historical hiring data that 
reflects historical biases (for example, the data has notes on whether a candidate smoked during 
recruitment, etc.), the system would unknowingly reproduce those same biases. That's why it's 
important to make sure that AI systems are trained on diverse and representative datasets (Ardichvili et 
al. 2024). Nevertheless, amidst the trade-offs of leveraging AI in recruitment processes, the necessity for 
continuous vigilance and algorithmic auditing is vital to ensure the identification and mitigation of 
embedded biases while facilitating the ethical and equitable implementation of AI-driven tools. This 
requires a stringent approach to data curation and algorithm design, as well as continued monitoring of 
outputs of AI systems to thwart the reification of historical disparities in power (Vivek, 2023).  
 
Traditional methods are not ineffective, but don't provide the same level of consistency and speed. 
Recruiters are prone to making human errors that favor irrelevant factors against certain candidates or 
inadvertently overlook the best candidates. While human judgment remains integral in evaluating 
qualities such as cultural fit, the objective approach provided by AI can sensibly enhance traditional 
methods, rendering the hiring process more efficient and fair. For example, AI can be used to suggest 
optimizations for job descriptions and to generate language that is respectively more or less welcoming 
to different demographic groups, as a means of improving diversity and engagement (Dima et al., 2024). 
This harmonic fusion of artificial intelligence-infused efficiency and human intuition fosters a more 
robust and adaptive recruitment strategy, ultimately paving the way for superior talent acquisition 
outcomes (Dima et al., 2024) Furthermore, utilizing AI can improve the candidate experience through 
personalized interaction and the ability to provide faster feedback, which might typically be an obstacle 
with conventional manual systems (Singh & Shaurya, 2021).  
 
Employee Engagement: The Real-Time Rave vs. the Year End Poll 
 
Employee engagement is another area where AI is making significant impacts. Traditionally, human 
resource departments relied on annual surveys to gather feedback on employee satisfaction and 
engagement. While these surveys offered some insights, they only provided a snapshot of employee 
needs and wants once a year. By the time HR acted on the feedback, issues might have already escalated 
or employees may have left. Advanced AI tools, however, enable real-time feedback, allowing 
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companies to monitor employee sentiment continuously and even proactively address problems (Dima 
et al., 2024). AI can analyze communication patterns among employees, detecting early signs of 
dissatisfaction before they become major issues (Vivek, 2023). This ongoing monitoring helps gauge 
employees' well-being and activity in real time, supporting targeted interventions and fostering a more 
receptive workplace culture.  
 
AI changes this dynamic. AI-powered sentiment analysis tools provide instant feedback by continuously 
analyzing ongoing communication, feedback, and even wearable devices. Now HR departments can 
instantly understand how their employees feel about their work, manager and company at large. This 
gives HR teams the flexibility to respond to issues as they continue to emerge rather than waiting 
months for survey results. Nguyen et al. (2023) showed that AI-powered survey platforms improved 
response rates by 20%, allowing HR to receive more accurate and timely data for an informed business 
decision-making process.  
 
AI also makes it possible to employ more personalized engagement. A single approach does not work 
for all, AI systems can analyse individual employee preferences and offer customised learning and 
development and personalised wellness programs. For instance, Teladoc Health implemented AI in 
their employee learning programs, leading to increased engagement and retention rates (AIMultiple, 
2025). Likewise, AI can be used to evaluate their performance and give personalized feedback to 
employees so they can keep improving and refining their skills (Li et al., 2025). Another aspect of AI 
that helps employees become more engaged is that it increases the rate of learning and allows the 
deployment of personalized learning programs by considering what employees need and want (Gusti et 
al., 2024). This highly dynamic and adaptive pattern is much more useful than the conventional generic 
training methodologies in terms of guaranteeing relevance and optimal consumption (Madanchian & 
Taherdoost, 2025). Plus, AI can help enhance employee engagement by connecting an individual's 
performance to strategic goals for the organization, which can encourage employees to increase their 
productivity (Gusti et al., 2024).  
 
Traditional methods, in comparison, cannot reach this level of real-time connection between companies 
and consumers. As most organisations are fast-paced and where an employee's sentiments can change 
rapidly, the most abstract and simplistic of surveys conducted annually will not accurately reflect the 
actual situation of the employee's sentiment and the performance of the business. While human 
interactions, such as one-on-one check-ins or team meetings, will always play a crucial role, AI solutions 
offer a helpful supplement by providing constant, data-driven insights into employee engagement. 
 
Decision-Making: Data vs Intuition 
 
Perhaps one of the most significant changes which AI will bring to HR is the shift and ability to make 
decisions based on data. Traditional HR decision-making often relies on instinct, experience, and word 
of mouth. While experienced HR personnel may provide useful insight, their decisions may be shaped 
by a cognitive inclination, such as the halo effect (seeing an ensuing positive trait results in a positive 
overall impression of the individual), or confirmation bias (making decisions in a manner that reinforces 
an individual's current belief). On the other hand, AI-assisted analytics provides an objective, data-
driven approach to execution and eliminates subjective decision-making authorities and systemic biases 
through the analysis of massive datasets to understand patterns and forecast outcomes (Fallucchi et al., 
2020). By finding potential solutions, IoT devices minimize uncertainty and improve decision-making 
initiatives through predictive analytics and other artificial intelligence tools. Using historical data, 
performance appraisals, turnover trends, and training outcomes, they analyze findings to make 
predictions and detect potential issues while also offering strategic recommendations in human resource 
management. For example, AI can identify employees who are at the highest risk of quitting, allowing 
HR departments to take proactive steps to keep their best talent (Pei et al., 2024). In addition, having a 
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proactive attitude can help to create specific retention tools that can significantly reduce employee 
turnover costs.  
 
One of the biggest benefits of artificial intelligence is its ability to offer predictive intelligence in areas 
like workforce planning and talent development. Using data analysis, AI can help identify weaknesses in 
skill sets and suggest targeted development programs. Broadly speaking, such detailed, forward-looking 
information isn't as readily provided by traditional tools. Moreover, AI allows for the assessment of 
employees' development needs and training needs, which consequently ensures continued learning and 
increased employee interaction (Gusti et al., 2024). Additionally, AI enables human resource 
management by allowing employees to move into higher-value positions, helping the organization 
develop a work force with essential skills and interest (Dima et al., 2024). However, it is important to 
outbreaks that AI does not replace human judgment. While Artificial Intelligence (AI) can make 
recommendations based on data and analytics, it is HR professionals who are needed to interpret and 
implement them within organisations. AI should be used to augment human decision-making rather 
than replace it, especially in areas where sentiment and cultural understanding and ethics are needed. In 
addition, while it's important for metrics alone, combining HR analytics with psychology concepts like 
emotional intelligence and leadership psychology will help improve decision-making taking measures of 
data, people, and other human factors in overall workforce management (Alam, 2024).Going further 
than data management, AI can act as an intelligent assistant, augmenting human capacity for values-
driven strategic oversight and nuanced judgment (Rodgers et al., 2022).  
 
While AI is certainly opening up the landscape of HR, traditional approaches still have their place. I 
think that's because AI tools are faster, more accurate, and objective in areas like recruitment, 
engagement, and decision-making. Overall, these systems can help HR teams save time, make more 
data-driven decisions, and reduce bias, resulting in a more effective and inclusive workplace. However, 
there are some challenges to AI as well. It must move from a base of impartial and reliable information 
if it's to function well and must be applied far forward in looking ahead to forestall ethical disasters. 
However, always wanted to say that HR still requires the human touch in subjective evaluations, such as 
cultural fit, empathy, leadership skills, etc. Automation with Human Interaction, that's the future of HR. 
In the context of educational authentication and assessment, the combination of the efficiency and 
objectivity of artificial intelligence with human expertise can help build a more flexible, fair and 
productive environment. As the use of AI has continued to grow, HR has become a more strategic and 
data-driven function (Fenwick et al., 2024). Reimagine traditional paradigms: In order to create a new 
HR paradigm, proponents feel it is necessary to shift focus towards strategic AI and analytics for talent 
management and resiliency (Prasad 2024; George and Thomas, 2019). Specificity about the applications 
of AI to employee engagement and ethics are emerging areas in need of more investigation (Taslim et 
al. 2025).  
 
Is Intelligence Working or Biased? 
 
At the heart of ethical discourse lies one of the central questions often raised when applying AI for 
decision-making - is AI fair? Taking a big-picture view, the fairness of AI is only as good as its training 
data, so if there are biases (potential or real) in the historical data, then it is only natural for the training 
to reflect those, or even exacerbate them. Dubbed 'algorithmic bias', this can lead to discriminatory 
results for hiring, promotions, performance reviews, which undermines efforts to increase diversity and 
inclusion within organisations (Rodgers et al., 2022). It says that it is necessary to critically examine AI 
ethics from a human rights perspective, and design technologies that meet equity standards in HR 
practices (Hunkenschroer & Kriebitz, 2022). Hence, achieving bias-reducing and fairness-enhancing 
ethical AI is a prerequisite for the responsible deployment of AI in HRM (Rodgers et al., 2022). 
Moreover, the nature of current AI algorithms, which is typically characterized as being black boxes, 
not only complicates efforts to identify or summarize underlying propensity issues, but also how to 
resolve them, given the lack of transparency surrounding the decision-making process of AI (Dima 



         1118 

2024). For instance, if a company's historical hiring data is biased towards hiring males for specific roles, 
then a model trained on this data might be biased in the same way. This may increase the already large 
gender differentials, particularly at the recruiting, evaluation and promotional stage when biases play an 
important role in the decision-making. While AI can be used to increase performance and accuracy in 
recruitment, it tends to further exacerbate existing inequalities between underrepresented and non-
diverse talent pools (Hunkenschroer & Luetge, 2022). In a word, this problem has been solved with 
some degree of success to the extent that bias in programmers' thinking develop against non-binary 
gender identities and/or race, which leads to algorithms exhibiting moral flaws such as unfair 
discrimination (Alvarez-Gutierrez et al., 2022). Beyond moral and economic harms, such biases reduce 
productivity and innovation (Chen, 2023).  
 
To prevent these issues, AI systems must be trained on diverse, representative datasets that accurately 
reflect the current workforce. It's also crucial to regularly audit AI for bias, ensuring it evolves and 
improves to make fairer decisions. According to Madanchian & Taherdoost (2025), instead of aiming to 
eliminate human control entirely, the focus should be on using AI as an assistant that supports human 
decision-making in a more objective and inclusive manner.  
 
Privacy Concerns: What is Too Much Knowledge? 
 
The second issue pertains to privacy, another domain where Electronic Health Records (EHRs) may 
pose concerns. Artificial Intelligence systems, particularly those implemented to facilitate 
communication with employees or to monitor employee performance, require continuous data streams 
ranging from emails and messages to employee questionnaires and even wearable devices capable of 
rapidly scanning physical health indicators. Although such information can be valuable for 
understanding employees’ perceptions of their work and their achievements, it raises an important 
question: How much information is permissible? What is the appropriate extent of data collection, and 
who should have access to it? Some employees will understandably feel uneasy about AI systems 
continuously collecting and analyzing their data. Although such surveillance might be justified as a way 
to gain real-time insights into job satisfaction, it can also be seen as invasive and harm trust between 
workers and employers. For example, AI-driven sentiment analysis meant to monitor employee morale 
could inadvertently increase surveillance if not managed transparently. However, like privacy, the HR 
departments must be proportional-the companies must tell the employees what data they are collecting, 
how it will be involved, and who will be able to access the data. Informed consent is crucial- the staff 
should be able to make decisions whether they want to be watched or not in this kind of environment, 
without facing any negative effects. Those companies utilizing AI chatbots to interact with their 
employees have been undertaking measures just to influence employees to be fully conscious of how AI 
technology is being applied just so that it becomes trustworthy and generates less anxieties (IBM 2025). 
Ultimately, privacy respect is not merely related to adhering to certain rules (like the GDPR), but a 
culture of trust at work where employees feel more comfortable with the fact that management is 
handling their personal data in a responsible manner. 
 
Inertia To Adoption: Fear of The Fresh 
 
Employee resistance is one of the most frequent challenges that organizations encounter in regards to 
implementing AI in HR. Thanks to artificial intelligence, many workers will fear that computers will 
recapitulate them and make their work less human touch After all, one of the main purposes of AI 
systems is to automate traditionally human activity resume sorting, interview scheduling or performance 
allotment, etc. They can liberate HR people to do more strategic stuff, but employees may worry that at 
some point, AI will just do away with them completely. This fear often stems from a knowledge gap of 
what is and is not yet achievable with artificial intelligence (AI) and it can come in various forms, such 
as resistance or active resistance to new AI-enabled tools (Golgeci et al., 2024). This fear should be 
addressed through a top-down change management initiative such as prominent communication 
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regarding AI as an augmentative technology versus an exclusively substitutive technology and effective 
training initiatives to upskill employees to workflows based on the use of new AI technologies (Malik et 
al., 2020).  
 
AI seems cold or unfeeling to many people, which additionally contributes to the fear of losing a job. 
They may fear that the algorithms used to make choices about their careers...axes aimed at promotions, 
performance reviews or payment assistance...may fail to appreciate the specifics of human behaviour 
and feelings. This emotional response may be due to the overall lack of first-hand experience in staff, 
and result in the creation of an impression that relies on possibly aged information (Zhu et al., 2020). 
HR leaders must strike a note to temper public sensitivities about AI's potential to destroy jobs, by 
echoing the widely held view that it is not meant to replace people but to augment their effort. AI can 
help HR professionals make better decisions faster, freeing up HR staff to focus on more human 
aspects, like mentoring, coaching and relationship building. It is important to be transparent and 
communicative throughout this. HR teams should train employees about the nature and use of AI and 
how effective it has been at benefiting their businesses over time. Employee engagement is a must 
during adoption When your employees feel like they are human infrastructure, not passive human 
information vessels, you are less likely to get resistance. Successful organizations such as Teladoc Health 
engage their teams in the process of developing and adopting AI tools, making sure that the technology 
is seen as an effective partner rather than a threat (AIMultiple, 2025). 
 
Ethical Governance: The Role of HR in the Oversight of AI 
 
AI governance: Strong governance frameworks are essential to ensure that ethical considerations 
around bias, privacy, and fairness are addressed during the AI development process. Human Resource 
professionals should play an active role in the management of AI implementation, providing guidance 
on how to deploy the tools in a manner that is consistent with the organization's values and with ethical 
standards. This includes having explicit guidelines on the use of AI tools and implementing regular 
checks and balances to ensure they are working effectively and with fairness. However, this can be 
achieved by, among other things, periodically auditing AI systems to be able to confirm that what they 
are doing is planned and are not causing other biases unintentionally. They must also have mechanisms 
through which employees communicate their issues related to the use of AI tools, and then there will be 
transparency and responsibility in the way the systems operate. Meanwhile, HR leaders must become 
the figures behind responsible AI use thanks to being close allies to developers and technology teams. 
This is not only to install the state-of-the-art technology, but in a way that is ethical, transparent and 
sensitive to the wider aim of the company to serve and empower its employees. Problems can even be 
photographed in their own time to benefit the broader group at a later stage. 
 
There is no denying the fact that AI has a huge potential to transform HR, yet organisations should 
move at a slow pace to make sure that they see the positive side of it. Ethical issues, privacy factors, and 
resistance among the employees-not always solvable, but still important. Focusing on transparency, 
ethical governance, and ethical use of AI can help HR organizations to make AI tools responsible to 
enhance the working place without affecting the trust and fairness. This is a more proactive step to 
offset the underlying nature of the problem with AI integration by introducing a human-first idea to 
prioritise employee welfare and organisational values in the design (Fenwick et al., 2024). This 
mindfulness also allows developing AI applications that not only facilitate HR tasks, but also help to 
maintain an atmosphere of respect and further organisational performance (Malik et al., 2020). 
Therefore, establishing robust AI regulation is one of the most effective measures to promote a 
constructive level of trust and confidence of individuals in AI regulation among all parties, thereby 
enabling different data-centric innovations to operate safely and effectively within the AI value chain 
and mitigating the risks concerning data privacy, AI bias, and transparency (Batool et al., 2025). Lastly, 
AI as an assistant to the HR function means that it will allow personnel to make decisions that are more 
practical and informed and help them to devote more time to things that only humans can do- the 
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human components of organisational functioning. Once the balance is right, it becomes possible to 
have an inclusive, equitable, and efficient HR environment facilitated by AI that can benefit each side. 
 
Research Methodology 
 
Research Design 
This study employs a Systematic Literature Review (SLR) approach to thoroughly analyze how Artificial 
Intelligence (AI) is transforming Human Resource Management (HRM). It strictly follows the PRISMA 
(Preferred Reporting Items for Systematic Reviews and Meta-Analyses) framework to ensure rigor, 
transparency, and reproducibility throughout all phases. 
 
Database Selection 
Five major academic databases were selected for their breadth of coverage in management, information 
systems, and applied artificial intelligence: 

● Web of Science 
● Scopus 
● IEEE Xplore 
● Google Scholar 
● SpringerLink 

These databases enabled the retrieval of a broad, high-quality set of peer-reviewed articles relevant to 
AI applications in HRM. Search filters were applied to include only studies published between January 
2020 and May 2025, ensuring the review captures the most recent advancements in AI and HRM. 
 
Inclusion and Exclusion Criteria 

● Inclusion criteria: 
○ conference papers, Peer-reviewed journal articles, and technical reports. 
○ Papers published in English between January 2020 and May 2025. 
○ Studies with an explicit focus on AI applied to at least one HR function (e.g., 

recruitment, employee engagement, decision-making, analytics, ethics). 
○ Full-text availability. 

● Exclusion criteria: 
○ Studies not addressing HRM or its sub-functions. 
○ Non-peer-reviewed sources (e.g., blogs, magazines, news articles). 
○ Records lacking full-text or adequate methodological detail. 
○ Non-English publications. 

 
Screening and Coding Procedures 
The review process comprised four sequential stages, as recommended by the PRISMA framework: 

⒈ Identification: 
All search results obtained were exported to Zotero, the reference management software, 
where duplicates were automatically eliminated. 

⒉ Screening: 
The titles and abstracts were screened based on the inclusion and exclusion criteria. Any 
disagreements were discussed and resolved. 

⒊ Eligibility: 
The complete texts of the shortlisted articles were carefully reviewed for methodological 
rigour and relevance. Consensus was used to resolve disagreements. 

⒋ Inclusion: 
The final eligible set comprised 75 studies that provided substantial insights into AI 
applications within HRM. 
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Data Extraction and Coding: For all included studies, key data were independently abstracted using a 
standardised coding sheet: 

● Study type and design 
● AI tools/technologies used 
● HR functions addressed 
● Sample size and setting 
● Key findings 
● Country/industry context: Regular calibration meetings ensured a minimum inter-coder 

reliability threshold of 90%, supporting consistency and transparency. 
 
Synthesis Approach: The selected studies were synthesised both narratively and quantitatively. Tabular 
summaries and comparative tables were developed to map AI technologies to HR functions, highlight 
emerging trends, and contrast traditional versus AI-driven HR methods. Special attention was given to 
sectoral differences, ethical concerns, and practical implications for policy and practice. 
 
PRISMA Flow Diagram 
 
The screening process is presented in a PRISMA flow diagram (Figure 1), depicting the number of 
articles at each stage: identification, screening, eligibility, and final inclusion. Important note: For journal 
submission, the flow diagram must be properly embedded as an image within the manuscript, and not 
merely referenced as a local path. The figure should adhere to PRISMA 2020 guidelines and be titled as 
follows: 

 
Figure 1: PRISMA Flow Diagram of Literature Selection Process 
 
This paper presents a Systematic Literature Review (SLR) study that directly answers the question of 
"how Artificial Intelligence (AI) transforms Human Resource Management (HRM)?" Following 
Preferred Reporting Items for Systematic Reviews and Meta-Analyses (PRISMA) guidelines, the 
methodology was intended to be transparent, replicable, and rigorous. 
 
Findings and Discussion 
 
A recent systematic review of 75 studies shows that Artificial Intelligence (AI) significantly influences 
Human Resource Management (HRM) across several areas. The evidence highlights both opportunities 
and challenges, emphasizing a balanced perspective on efficiency, engagement, predictive power, ethics, 
and sector-specific requirements. The following overview is divided into five broad categories. 
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Improvements in Recruitment and Selection 
Artificial Intelligence (AI): AI-enabled tools have revolutionized recruitment by automating repetitive 
tasks such as resume screening, candidate ranking, and interview scheduling. According to Stone et al. 
(2024), AI is used to save approximately 50% of the time taken in hiring processes while Eaton 
Corporation managed to save 40% of their recruitment cycle using screening AI tools. Similarly, 
Booking.com uses chatbots to handle candidate queries and free up HR to focus on relationship 
building and offer a better candidate experience. These advantages come with a few disadvantages. 
Many AI systems aren't sophisticated enough to evaluate soft skills and cultural fit, which are key 
components to long-term employee success. And this article highlights how important it is to get a 
hybrid recruitment solution that has AI's speed with human judgment. First, the biases of historical 
training data propagate and become worse when deployed via AI for hiring, and to reduce risk, resilient 
bias tests and mitigation are necessary (Dima et al., 2024).  
 
Increasing Employee Engagement with Simultaneous Insights 
Employees' satisfaction is enhanced through built-in intelligence, such as sentiment analysis and 
employee engagement platforms. These AI tools enable organizations to continuously monitor 
employee satisfaction, rather than relying on a single annual survey. Nguyen et al. (2023) found that 
survey participation increased by over 20% due to AI support. At Teladoc Health, we've observed 
significantly higher retention rates, especially among Gen Z employees, thanks to AI-assisted learning 
and development (L&D) initiatives. While these technological solutions facilitate rapid scaling of 
engagement strategies, they also raise concerns. Employees might feel surveilled, potentially leading to 
decreased trust. HR leaders must therefore balance data value with transparency, ensuring trust remains 
intact. Additionally, appropriate controls should be put in place to protect employee privacy and 
address ethical considerations related to AI collection of sentiment data, always being transparent about 
the purpose for data collection (Luo et al., 2025).  

 
Advanced Analytics Solutions to Enable Strategic Choices 
Predictive analytics is a major innovation artificial intelligence has brought to human resources (HR). 
For instance, Pei et al. (2024) developed turnover predictors with an accuracy of 75% or higher, which 
are highly effective for enabling organizations to respond proactively. To balance patient care and 
employee well-being, Canford Healthcare has integrated AI-based scheduling software. Additionally, 
IBM Watson Talent, used in workforce management, also makes predictions. It draws parallels to 
scenarios where multiple assumptions in nested AI forecasts rely on incomplete or imperfect statistical 
data, leading to low confidence in predictions. Therefore, good data governance is essential to ensure 
accurate and reliable results. Ethics also significantly influence HR analytics, especially concerning 
algorithm transparency and data privacy, to ensure fair and ethical decision-making.  

 

 
Privacy and ethical issues 
Despite the fact that typology of trained data which feeds AI forecasters reduces individuals down to 
sets of numbers, recent collection of argument movements between AI as objective machine and AI as 
partner in ideas. More generally, Madanchian and Taherdoost showed that such algorithms can 
discriminate by gender even when trained on data that is heavily biased towards males. Naturally, AI 
systems that access employees’ personal data carry significant ethical and legal implications, especially 
within highly regulated environments like the General Data Protection Regulation (GDPR). Remember 
that there is considerable pushback from workers, who worry about job loss and believe that algorithms 
do not treat people fairly. This highlights the need for change management, transparency, and simplicity 
in how the ethics of any AI system you plan to deploy are handled. At the same time, the technological 
revolution creates new opportunities for greater efficiency and performance, which can be understood 
through the early interactions of candidates with the research recruitment process (Opada et al. 2024). 
However, these technical advancements also bring challenges such as algorithmic bias and data privacy 
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concerns, underscored by the efforts of developers like David Faqihi and Ahsin Niyas to incorporate 
moral considerations into their designs (Venugopal et al. 2024). 
 
Industry-Specific Applications of AI in HR 
The application of AI varies across industries: 

●  Technology: NLP algorithms are utilised by both Microsoft and Google for extensive resume 
parsing. These organisations are also deploying artificial intelligence to tailor employee training 
and development through adaptive learning platforms that customise content based on skill 
deficiencies and career aspirations.  

● Healthcare: Canford Healthcare utilises predictive scheduling to optimise staff-to-patient 
ratios. Secondly, Teladoc Health is employing artificial intelligence to enhance staff retention 
by developing personalised learning and development programmes that specifically address the 
unique challenges of healthcare staffing (Singh & Shaurya, 2021). 

● Finance: AI-based cognitive assessments are reducing bias in recruitment for JPMorgan and 
Deloitte. These companies also use AI for fraud detection training and compliance 
monitoring, emphasizing its multifaceted applications within a heavily regulated industry.  

● Retail: Walmart and Amazon are using AI-based training personalization to improve employee 
performance While the extent to which engagement has incorporated AI and the types of 
applications used vary according to the nature of the HR challenges in these sectors and within 
the regulatory context, from talent acquisition to workforce management, the examples 
illustrate AI's potential to solve specific sectoral problems. 

● Education: The University of Pennsylvania uses sentiment analysis to monitor faculty and 
student satisfaction. This diverse range of applications underscores the adaptability of AI 
across various sectors, addressing distinct human resource needs from recruitment to 
employee development and retention.  

 
It also shows how, while the underlying technology of these applications is the same, value propositions 
vary from sector to sector, depending on the structure of the workforce as well as organizational 
objectives. There are significant themes that emerged from the literature review of how AI impacts the 
HR enterprise. Table 1 lists together the findings and links evidence from the literature to practical 
implications for HR leaders. 
 

Table 6: Summary of Findings from the Systematic Review 
 

Theme Evidence from Literature Implications for HR Practice 

Efficiency Gains in 
Recruitment 

AI reduces time-to-hire by ~50% (Stone et al., 
2024); Eaton Corp cut hiring cycle by 40%. 

Streamlines hiring but requires 
human oversight for soft skills and 
cultural fit. 

Employee 
Engagement 

AI sentiment tools increased survey participation 
by 20% (Nguyen et al., 2023); Teladoc Health 
boosted retention via AI-driven learning. 

Enables real-time engagement but 
risks privacy invasion if not 
transparent. 

Predictive Analytics Predictive models forecast turnover with 75% 
accuracy (Pei et al., 2024); Canford Healthcare 
optimized staffing with AI. 

Supports proactive decisions but 
depends on data quality and 
governance. 

Ethical & Privacy 
Dilemmas 

AI can replicate gender bias (Madanchian & 
Taherdoost, 2025); GDPR and audits highlighted 
in multiple studies. 

Requires governance frameworks, 
bias audits, and employee consent. 

Industry-Specific 
Applications 

Tech (Google, Microsoft); Healthcare (Canford); 
Finance (JPMorgan); Retail (Walmart); Education 
(UPenn). 

AI adoption varies by industry; 
tools must align with sector-
specific needs. 
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Mapping AI Technologies to HR Functions 
To further demonstrate the diverse potential uses of AI, Table 7 presents selected technology areas 
linked to HR functions, supported by examples of ICE applications. The table shows how different AI 
components, such as machine learning and natural language processing, are integrated into human 
resource practices to improve processes from planning to employee development (Dima et al., 2024). 
This systematic mapping underscores the vital role of AI and various technological approaches in 
advancing strategic human capital management and operational efficiency throughout the HR lifecycle 
(Palos-Sanchez et al., 2022).  

 
Table 7: Mapping AI Technologies to HR Functions and Case Examples 

 

AI Technology HR Function Case Examples 

Machine Learning (ML) in 
Recruitment & Selection 
Eaton Corp ML reduced the hiring 
cycle by 40%; Stone et al. (2024) 
demonstrated a 50% increase in 
productivity boost 

Recruitment & 
Selection 

Eaton Corp. ML cut the hiring cycle by 40%; 
Stone et al. (2024) showed a 50% productivity 
boost demonstrate that AI adoption varies 
across different sectors, including technology, 
healthcare, retail, finance, and education, 
underscoring 

Natural Language Processing 
(NLP) 

Resume Screening 
& Candidate 
Matching 

Google and Microsoft use NLP for resume 
parsing and candidate matching. 

Chatbots / Virtual Assistants Candidate & 
Employee 
Engagement 

Booking.com chatbots handle queries; Deloitte 
AI assistants assist with HR FAQs. 

Predictive Analytics Workforce 
Planning & 
Retention 

Canford predictive scheduling; IBM Watson 
Talent predicts turnover. 

Sentiment Analysis Employee 
Engagement & 
Well-being 

Teladoc Health personalized learning; UPenn 
tracked faculty satisfaction. 

Cognitive Assessment Tools Fair Hiring & 
Skills Evaluation 

JPMorgan and Deloitte use AI-driven cognitive 
tests to reduce hiring bias. 

 
Conceptual Framework: AI in HRM as a Hybrid System 

 
The conceptual diagram in Figure 2 summarizes the main insights, showing AI's impact on HRM with 
governance and human oversight acting as moderating factors. The key AI functions Recruitment, 
Employee Engagement, and Predictive Analytics offer intelligence, personalization, and valuable 
insights. Encircling these functions are Ethical and Governance Considerations, which serve as 
regulatory safeguards to promote fairness, transparency, and data security. Significantly, Human 
Oversight functions as a final checkpoint, steering AI deployment and design with empathy, cultural 
sensitivity, and ethical principles. 
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Figure 2. Conceptual Framework of AI in Human Resource Management 

 
Applying this framework, we will show that AI in HR should be viewed not just as a technological 
change but as a socio-technical system. The process of sustainable adoption involves two steps: 
unlocking AI's computational power and reinforcing human values. The results highlight that AI is a 
powerful technology that always involves human judgment and is not without risks. Like any 
technology, its success depends on factors such as governance, transparency, and context. AI is highly 
efficient and predictive in recruiting, engagement, and decision-making. However, there are trade-offs, 
including ethical concerns in administration, reliance on data sources, and resistance from staff. This 
framework combines the literature into interconnected areas, suggesting that the future of HRM will 
likely be a hybrid approach: AI will manage high volume and complexity without replacing the need for 
fairness, empathy, and culturally appropriate HR. People will still play a vital role. Overall, both the 
academic and ethical pathways discussed here represent a significant advance for human resource 
professionals and policy makers, offering a chance to avoid the darker side of AI and instead use it as a 
guiding light to operate more conscientiously. 

 
Conclusion 
 
AI is now permanently shifting HR from a people-centric approach to a data-driven one by 
transforming HR from an experience-based activity for data scientists into a strategic, data-driven 
function for business leaders. In the MadTech stack, AI's role is primarily in front-end recruitment, 
engagement, and decision-making: enabling faster sourcing of candidates, reducing time to fill positions, 
and decreasing unconscious bias in initial screening. Additionally, it offers companies real-time insights 
into employee sentiment, allowing HR teams to proactively address organizational challenges, or 
provides predictive workforce analytics that not only forecast turnover and identify talent gaps but also 
optimize the timing and methods for filling leadership vacancies. These trends enable HR to transition 
from reactive to proactive operations and from tactical to strategic roles, helping HR deliver greater 
value to both the organization and its employees. The findings also highlight issues underlying such 
developments. The bias is naturally present in many of the AI systems we use based on the training data 
it originates from, but it's much easier for that bias to be fed into and misused, starting as a domino 
effect and cascading unobserved to a variety of places. Another potentially trickier (and highly privacy-
sensitive) weak point is that, for AI to learn properly, it needs access to sensitive (often personal) data. 
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If human beings see the technology as substitute or replacement rather than as complementary to the 
human, then employee resistance might be an impediment to the development and adoption of new 
technology. 
 
However, these reflections illustrate that the sole development of technical solutions is not enough for 
the aim of AI deployment - an AI solution needs to have socio-technical positions, which include 
governance, organisational culture, and trust as key elements alongside the development of algorithms. 
Innovations in Human Resource Management: Finding and Meeting the Right Balance. The future of 
human resource management will depend on maintaining this balance. Artificial intelligence may 
someday replace repetitive, time-sensitive, and data-intensive tasks that are hard to scale with human 
workers. However, these activities can't be fully replaced because they involve elements of empathy, 
ethics, and contextual understanding. It's essential to maintain open communication, conduct regular 
audits of AI-generated content, implement strong data governance, and design practices that are fair 
and inclusive. Organizations that see AI not just as a tool to save labor, but as a way to enhance human 
performance, will develop HR systems that are fair, flexible, and prepared for the future. Ultimately, 
this transformation is less about tearing out old systems to replace shortages with technology and more 
about creating a hybrid model that combines human effectiveness with technology. Automating routine 
processes would free our HR teams to focus on fostering a more innovative cultural and strategic 
workforce approach. This enables organizations to turn technological advancements into competitive, 
socially-just advantages based on trust, inclusion, and resilience. Those who can fully leverage 
technology alongside human skills will not only better manage their workforce but also build 
workplaces that attract, retain, and motivate talent to face today's challenges and tomorrow's 
opportunities. 
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