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	 Advances	 in	 artificial	 intelligence	 (AI)	 have	 transformed	 various	 aspects	 of	 human	 resource	
management	(HRM),	especially	in	decision	making,	operational	efficiency,	and	data	analysis.	The	
application	 of	 AI	 in	HRM	 offers	 opportunities	 to	 increase	 organizational	 effectiveness,	 but	 also	
raises	challenges	related	to	transparency,	algorithmic	bias,	and	ethics	in	workforce	management.	
Therefore,	this	research	was	conducted	to	explore	the	impact	of	AI	in	HRM	and	how	organizations	
can	optimize	its	use.	This	research	uses	a	literature	review	method,	by	examining	various	scientific	
sources	related	 to	 the	 implementation	of	AI	 in	HRM.	The	study	was	conducted	on	articles	 from	
academic	 journals,	 industry	 reports,	 and	 related	 publications	 that	 discuss	 the	 role	 of	 AI	 in	 the	
recruitment	process,	performance	evaluation,	employee	 training,	and	strategic	decision	making.	
The	 research	 results	 show	 that	 AI	 can	 improve	 HRM	 efficiency	 through	 automation	 of	
administrative	 tasks,	 predictive	 analytics,	 and	 personalization	 of	 the	 employee	 experience.	
However,	the	main	challenges	found	include	algorithmic	bias,	lack	of	transparency	in	AI	systems,	
and	 legal	 and	 regulatory	 uncertainty.	 In	 conclusion,	 AI	 has	 great	 potential	 in	 supporting	more	
effective	 and	 data-driven	 HRM,	 but	 its	 use	 must	 be	 accompanied	 by	 policies	 that	 ensure	
transparency,	accountability	and	a	balance	between	automation	and	the	role	of	humans	in	decision	
making.	 Therefore,	 a	 careful	 approach	 is	 needed	 in	 adopting	 AI	 to	 ensure	 maximum	 benefits	
without	compromising	aspects	of	ethics	and	fairness.	

1. Introduction	
The	 development	 of	 digital	 technology	

has	brought	significant	changes	across	various	
fields,	including	Human	Resource	Management	
(HRM).	One	of	the	key	innovations	in	HRM	is	the	
utilization	 of	 Artificial	 Intelligence	 (AI)	 to	
enhance	 efficiency	 and	 effectiveness	 in	
workforce	management	(Stone	et	al.,	2015).	AI	
enables	 the	 automation	 of	 various	
administrative	 tasks,	 real-time	 employee	 data	
analysis,	 and	 improved	 employee	 experience	
through	 technology-driven	 service	
personalization	(Jarrahi,	2018).	

In	 recent	 years,	 AI	 has	 been	 applied	 to	
various	 aspects	 of	 HRM,	 such	 as	 recruitment,	
selection,	training,	performance	evaluation,	and	
talent	management	(Guenole	&	Feinzig,	2018).	
Technologies	like	machine	learning	and	natural	
language	 processing	 allow	 companies	 to	
analyze	 thousands	 of	 job	 applications	 quickly,	
reduce	 bias	 in	 the	 selection	 process,	 and	
improve	 accuracy	 in	 identifying	 the	 best	
candidates	 (Tambe,	 Cappelli,	 &	 Yakubovich,	
2019).	 The	 implementation	 of	 AI	 in	 HRM	 not	
only	 enhances	 operational	 efficiency	 but	 also	

enables	 organizations	 to	 make	 more	 accurate	
data-driven	decisions	(Bali	&	Desai,	2019).	

Despite	 its	 numerous	 benefits,	 AI	
implementation	 in	 HRM	 also	 faces	 challenges,	
including	 concerns	 over	 data	 privacy,	
algorithmic	 bias,	 and	 its	 impact	 on	 traditional	
HRM	roles	(Bodie,	Cherry,	McCormick,	&	Tang,	
2017).	Some	studies	indicate	that	while	AI	can	
improve	 efficiency,	 employee	 trust	 in	
automated	systems	remains	a	critical	issue	that	
needs	 to	 be	 addressed	 (Leicht-Deobald	 et	 al.,	
2019).	 Therefore,	 further	 research	 is	 required	
to	 explore	 how	 organizations	 can	 optimize	 AI	
usage	 in	 HRM	 without	 compromising	 ethical	
considerations	and	employee	well-being.	

In	 addition	 to	 technical	 and	 ethical	
challenges,	legal	aspects	also	play	a	crucial	role	
in	 AI	 implementation	 in	 HRM.	 Regulations	
related	 to	 data	 protection	 and	 corporate	
policies	 on	 AI	 usage	 in	HR	 processes	must	 be	
developed	 to	 prevent	 unintended	 negative	
consequences	(Ajunwa,	2019).	Many	countries	
have	begun	enforcing	stricter	regulations	on	AI	
applications,	 particularly	 in	 algorithm-based	
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decision-making	for	recruitment	and	employee	
management.	

One	of	the	main	advantages	of	AI	adoption	
in	 HRM	 is	 the	 enhancement	 of	 employee	
experience	 through	 more	 responsive	 and	
predictive	 systems	 (Dulebohn	 &	 Johnson,	
2013).	 For	 instance,	 AI-powered	 chatbots	 are	
increasingly	 used	 to	 instantly	 respond	 to	
employee	 inquiries,	 reducing	 the	 HR	 team’s	
workload	and	improving	employee	satisfaction	
by	 providing	 quick	 access	 to	 necessary	
information.	

AI	 also	 plays	 a	 crucial	 role	 in	 employee	
development	 through	 AI-driven	 learning	
systems	that	tailor	training	materials	based	on	
individual	needs	(Bersin,	2018).	This	approach	
enables	 organizations	 to	 enhance	 workforce	
skills	 more	 effectively,	 ultimately	 leading	 to	
increased	productivity	and	employee	retention.	

On	 the	 other	 hand,	 the	 success	 of	 AI	
implementation	in	HRM	heavily	depends	on	an	
organization’s	 readiness	 to	 adopt	 this	
technology.	 Factors	 such	 as	 organizational	
culture,	 digital	 infrastructure	 preparedness,	
and	 executive	 support	 play	 a	 vital	 role	 in	
determining	the	effectiveness	of	AI	adoption	in	
HRM	(Brynjolfsson	&	McAfee,	2017).	

As	 technology	 continues	 to	 evolve,	 the	
future	 of	 AI	 in	 HRM	 is	 expected	 to	 advance	
further	 with	 the	 integration	 of	 technologies	
such	 as	 the	 Internet	 of	 Things	 (IoT)	 and	
blockchain	 to	 enhance	 transparency	 and	
accountability	 in	 workforce	 management	
(Wright	 &	 Schultz,	 2018).	 Therefore,	
organizations	 must	 continuously	 adapt	 to	
technological	 advancements	 to	 remain	
competitive	 in	an	 increasingly	digital	business	
environment.	

This	 study	 aims	 to	 provide	 a	
comprehensive	 literature	review	on	the	use	of	
AI	in	HRM,	including	its	benefits,	challenges,	and	
strategic	 implications	 for	 organizations.	 By	
understanding	 how	 AI	 can	 be	 effectively	
implemented	 in	 HRM,	 this	 research	 seeks	 to	
offer	 valuable	 insights	 for	 academics	 and	
practitioners	 in	 developing	 more	 innovative	

and	 sustainable	 technology-based	 HRM	
strategies	(Raisch	&	Krakowski,	2021).	

	
2. Literature	Review		
1.	Artificial	Intelligence	in	Human	Resource	
Management	
Artificial	Intelligence	(AI)	has	become	a	crucial	
component	 in	 human	 resource	 management	
(HRM)	 to	 enhance	 the	 efficiency	 and	
effectiveness	of	workforce	management	(Stone	
et	 al.,	 2015).	 AI	 enables	 the	 automation	 of	
various	 HR	 processes,	 from	 recruitment	 to	
employee	 performance	 management,	 thereby	
reducing	 administrative	 workload	 and	
improving	 decision-making	 accuracy	 (Jarrahi,	
2018).	
	
2.	AI	in	Recruitment	and	Selection	Processes	
One	of	the	primary	applications	of	AI	in	HRM	is	
in	the	recruitment	and	selection	of	employees.	
Technologies	 such	 as	 machine	 learning	 and	
natural	language	processing	are	used	to	analyze	
thousands	 of	 job	 applications	 quickly	 and	
accurately	 (Tambe,	 Cappelli,	 &	 Yakubovich,	
2019).	 With	 AI-based	 algorithms,	 companies	
can	identify	the	most	suitable	candidates	based	
on	 historical	 data	 analysis	 and	 required	
competencies	(Guenole	&	Feinzig,	2018).	
	
3.	AI	in	Employee	Development	and	Training	
AI	 also	 plays	 a	 role	 in	 employee	 development	
and	 training	 through	 AI-powered	 learning	
systems.	This	technology	enables	the	creation	of	
personalized	 training	 programs	 tailored	 to	
individual	 needs,	 thereby	 enhancing	 learning	
effectiveness	 and	 employee	 productivity	
(Bersin,	 2018).	 AI-based	 platforms	 can	
recommend	 relevant	 courses	 based	 on	
employee	profiles	and	performance	evaluations	
(Dulebohn	&	Johnson,	2013).	
	
4.	AI	in	Performance	Assessment	and	Talent	
Management	
The	 application	 of	 AI	 in	 performance	
assessment	allows	organizations	to	collect	and	
analyze	employee	data	 in	real	time.	This	helps	
in	 identifying	 employee	 potential	 and	
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succession	planning	(Bali	&	Desai,	2019).	With	
AI-driven	 analytics,	 organizations	 can	 reduce	
subjectivity	 in	 performance	 evaluations	 and	
ensure	that	decisions	related	to	promotions	and	
career	 development	 are	 more	 data-driven	
(Wright	&	Schultz,	2018).	
	
5.	 Challenges	 and	 Risks	 of	 AI	
Implementation	in	HRM	
Despite	 the	 many	 benefits	 AI	 offers,	 its	
implementation	 in	 HRM	 also	 faces	 challenges.	
One	 of	 the	main	 concerns	 is	 algorithmic	 bias,	
which	 can	 influence	 HR	 decisions,	 such	 as	 in	
employee	 selection	 and	 promotion	 processes	
(Leicht-Deobald	et	al.,	2019).	Additionally,	data	
privacy	 and	 ethical	 issues	 in	 AI	 usage	 remain	
significant	 concerns	 for	 many	 organizations	
(Bodie,	Cherry,	McCormick,	&	Tang,	2017).	
	
6.	 Regulations	 and	 Ethics	 in	 AI	
Implementation	in	HRM	
Regulatory	 aspects	 are	 a	 crucial	 factor	 in	 AI	
implementation	 in	 HRM.	 Many	 countries	 are	
beginning	to	develop	policies	governing	AI	use	
in	 HR	 processes	 to	 ensure	 transparency	 and	
accountability	(Ajunwa,	2019).	Companies	must	
ensure	 that	 AI	 implementation	 aligns	 with	
ethical	 standards	 and	 data	 protection	
regulations,	such	as	the	General	Data	Protection	
Regulation	(GDPR)	in	the	European	Union.	
	
7.	Employee	Trust	in	AI	in	HRM	
Employee	trust	 in	AI-based	systems	remains	a	
challenge	for	many	organizations.	Some	studies	
indicate	 that	 while	 AI	 can	 improve	 efficiency,	
employees	 still	 have	 concerns	 about	 the	
reliability	 and	 transparency	 of	 these	 systems	
(Leicht-Deobald	 et	 al.,	 2019).	 Therefore,	 a	
human-AI	 collaboration	 approach	 can	 be	
implemented	to	enhance	employee	trust	in	this	
technology	(Raisch	&	Krakowski,	2021).	
	
3. Research	Methods		
Research	Design	

This	 study	 employs	 a	 qualitative	
approach	 using	 the	 Systematic	 Literature	
Review	(SLR)	method.	This	method	is	utilized	

to	 identify,	 evaluate,	 and	 interpret	 relevant	
findings	 from	 various	 previous	 studies	 on	 the	
application	 of	 Artificial	 Intelligence	 (AI)	 in	
Human	 Resource	 Management	 (HRM).	 SLR	
enables	 a	 systematic	 and	 comprehensive	
investigation,	 synthesizing	 past	 research	
published	in	reputable	academic	journals.	
	
Data	Sources	

The	data	 sources	 for	 this	 research	 come	
from	 scientific	 journals,	 conference	
proceedings,	and	academic	books	published	
in	reputable	databases	such	as	Scopus,	Web	of	
Science,	 IEEE	 Xplore,	 Springer,	 and	 Google	
Scholar.	The	inclusion	criteria	are	as	follows:	
• Publications	between	2015	and	2024.	
• Articles	discussing	AI	applications	in	various	
aspects	 of	 HRM,	 including	 recruitment,	
training,	performance	evaluation,	and	talent	
management.	

• Empirical	and	conceptual	studies	relevant	to	
the	research	topic.	

• Articles	available	in	English	or	Indonesian.	
• Meanwhile,	the	exclusion	criteria	include:	
• Articles	that	are	not	relevant	to	the	research	
topic.	

• Opinion	 pieces	 or	 editorials	 without	
empirical	data.	

• Duplicate	 studies	 that	 have	 already	 been	
included	in	the	analysis.	
	

Data	Collection	Procedure	
The	data	collection	process	is	carried	out	

through	 a	 systematic	 search	 using	 keywords	
such	 as	 "Artificial	 Intelligence	 in	HRM,"	 "AI	
for	 recruitment,"	 "AI-driven	 performance	
management,"	and	"HR	analytics".	The	search	
is	 conducted	 using	Boolean	operators	 (AND,	
OR)	 to	 refine	 the	 results	 for	higher	 relevance.	
The	 collected	 data	 is	 then	 screened	 based	 on	
abstracts	 and	 full-text	 content	 to	 ensure	
alignment	with	the	research	objectives.	
	
Data	Analysis	Technique	
The	 collected	 data	 is	 analyzed	 using	 content	
analysis	to	identify	key	themes	emerging	from	
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the	 reviewed	 literature.	 The	 analysis	 follows	
these	steps:	
• Data	 Extraction:	 Gathering	 information	
from	 each	 article,	 including	 research	
objectives,	 methods	 used,	 findings,	 and	
implications	of	AI	in	HRM.	

• Data	Synthesis:	Synthesizing	findings	from	
multiple	sources	to	identify	major	trends	
and	existing	research	gaps.	

• Findings	 Classification:	 Categorizing	
research	 results	 into	 themes	 such	as	AI-
based	recruitment,	AI-driven	 training,	AI	 in	
performance	 evaluation,	 and	 challenges	 &	
regulations	in	AI	adoption	in	HRM.	

	
Validity	and	Reliability	
To	 ensure	 validity	 and	 reliability,	 source	
triangulation	 is	 conducted	 by	 comparing	
various	 studies	 from	 different	 journals	 and	
validating	conclusions	with	relevant	references.	
Additionally,	 the	 research	 method	 follows	
established	 Systematic	 Literature	 Review	
(SLR)	standards	in	academic	research.	
	
4. Results	and	Discussion	
4.1	Research	Findings	
1.	Overview	of	AI	 Implementation	 in	Human	
Resource	Management	(HRM)	

The	 implementation	 of	 Artificial	
Intelligence	 (AI)	 in	 Human	 Resource	
Management	 (HRM)	 has	 significantly	
transformed	 traditional	HR	processes.	Various	
AI	 technologies,	 such	 as	 machine	 learning,	
natural	 language	 processing	 (NLP),	 and	
predictive	 analytics,	 are	 widely	 adopted	 to	
improve	 efficiency,	 accuracy,	 and	 decision-
making	 (Kaplan	 &	 Haenlein,	 2019).	 The	
integration	 of	 AI	 allows	 HR	 professionals	 to	
automate	 repetitive	 tasks,	 optimize	workforce	
management,	 and	 enhance	 employee	
engagement.	 As	 AI	 continues	 to	 evolve,	 its	
applications	 in	 HRM	 are	 expected	 to	 grow,	
offering	 new	 opportunities	 for	 innovation	 in	
workforce	management	(Davenport	&	Ronanki,	
2018).	

Numerous	studies	highlight	how	AI	helps	
streamline	 administrative	 tasks,	 reducing	 the	

burden	 on	 HR	 professionals.	 Automated	
systems	can	efficiently	process	job	applications,	
manage	 employee	 records,	 and	 track	
performance	 metrics	 (Bersin,	 2020).	 This	
automation	not	only	improves	productivity	but	
also	allows	HR	managers	 to	 focus	on	strategic	
initiatives	 such	 as	 talent	 development	 and	
employee	well-being.	AI-driven	insights	enable	
data-driven	 decision-making,	 leading	 to	 more	
effective	HR	strategies	(Huang	et	al.,	2019).	

Despite	 its	 advantages,	 the	
implementation	of	AI	 in	HRM	presents	several	
challenges.	 Many	 organizations	 struggle	 with	
integrating	 AI	 into	 their	 existing	 HR	 systems	
due	 to	 technological	 complexities	 and	
resistance	 to	 change	 (Guenole	 et	 al.,	 2017).	
Employees	 often	 fear	 that	 AI	 could	 replace	
human	 jobs,	 leading	 to	 concerns	 about	 job	
security.	 Additionally,	 HR	 professionals	 may	
require	extensive	 training	 to	effectively	utilize	
AI	tools.	Addressing	these	challenges	is	crucial	
for	organizations	to	maximize	the	benefits	of	AI	
adoption	(Tambe	et	al.,	2019).	

Moreover,	 ethical	 concerns	 related	 to	AI	
in	HRM	remain	a	significant	topic	of	discussion.	
Issues	 such	 as	 data	 privacy,	 algorithmic	 bias,	
and	lack	of	transparency	in	AI	decision-making	
raise	ethical	dilemmas	(Binns,	2018).	Ensuring	
that	 AI-driven	 HR	 systems	 adhere	 to	 ethical	
standards	 is	 essential	 to	 maintaining	 trust	
between	 employees	 and	 management.	
Organizations	 must	 implement	 guidelines	 to	
regulate	 AI	 usage	 and	 ensure	 fairness	 in	 HR	
processes	(Lepri	et	al.,	2018).	

Future	 research	 should	 focus	 on	
exploring	 the	 long-term	 impact	 of	AI	 on	HRM.	
Empirical	studies	analyzing	the	effectiveness	of	
AI-driven	 HR	 strategies	 will	 provide	 valuable	
insights	 for	 organizations	 (Kaur	 et	 al.,	 2021).	
Additionally,	developing	frameworks	to	address	
ethical	concerns	and	regulatory	compliance	will	
be	 crucial.	 As	 AI	 continues	 to	 reshape	 HRM,	
balancing	 automation	 with	 human	 oversight	
will	 be	 essential	 to	 achieving	 sustainable	
workforce	management	(Stone	et	al.,	2015).	
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2.	AI	in	Recruitment	and	Selection	
AI-driven	 recruitment	 systems	 have	

revolutionized	 the	 hiring	 process,	 making	 it	
more	 efficient	 and	 data-driven.	 Traditional	
recruitment	 methods	 often	 involve	 manual	
resume	 screening,	 which	 can	 be	 time-
consuming	 and	 prone	 to	 bias	 (Chamorro-
Premuzic	et	al.,	2016).	AI-powered	systems,	on	
the	 other	 hand,	 can	 automatically	 scan	 and	
shortlist	 candidates	 based	 on	 predefined	
criteria.	 This	 automation	 significantly	 reduces	
the	 time	 and	 effort	 required	 for	 talent	
acquisition.	 Companies	 can	 leverage	 AI	 to	
identify	 the	 best	 candidates,	 ensuring	 a	 more	
objective	 and	 merit-based	 hiring	 process	
(Langer	et	al.,	2021).	

One	 of	 the	 key	 benefits	 of	 AI	 in	
recruitment	 is	 its	 ability	 to	enhance	 candidate	
experience.	 AI-powered	 chatbots	 can	 engage	
with	job	applicants,	answering	their	queries	and	
providing	real-time	updates	on	their	application	
status	 (Parry	&	Battista,	2019).	This	 improves	
communication	 between	 employers	 and	
candidates,	creating	a	more	transparent	hiring	
process.	Furthermore,	AI	can	assess	candidates’	
skills	and	competencies	using	machine	learning	
algorithms,	 helping	 recruiters	 make	 informed	
decisions	(Grewal	et	al.,	2020).	

However,	 AI-driven	 recruitment	 also	
poses	 several	 challenges.	Algorithmic	bias	 is	 a	
major	concern,	as	AI	models	trained	on	biased	
historical	 data	 may	 reinforce	 existing	
inequalities	 (Raghavan	 et	 al.,	 2020).	 If	 not	
carefully	 managed,	 AI	 could	 unintentionally	
discriminate	 against	 certain	 demographic	
groups.	Additionally,	the	lack	of	transparency	in	
AI	 decision-making	 raises	 ethical	 questions.	
Employers	 must	 ensure	 that	 AI	 recruitment	
tools	are	regularly	audited	to	prevent	bias	and	
discrimination	(Bogen	&	Rieke,	2018).	

Another	challenge	is	the	reliance	on	data-
driven	insights,	which	may	overlook	intangible	
qualities	 such	 as	 creativity,	 leadership,	 and	
emotional	intelligence	(Brynjolfsson	&	McAfee,	
2017).	 While	 AI	 can	 analyze	 structured	 data	
effectively,	 it	may	struggle	 to	assess	 soft	 skills	
that	are	crucial	for	certain	job	roles.	Therefore,	

a	 hybrid	 approach	 combining	 AI	 automation	
with	 human	 judgment	 is	 recommended.	
Recruiters	 should	 use	 AI	 as	 a	 tool	 to	 support	
decision-making	 rather	 than	 replacing	 human	
involvement	entirely	(Wright	&	Schultz,	2018).	

Future	 developments	 in	 AI	 recruitment	
should	 focus	 on	 enhancing	 fairness	 and	
accountability.	 Researchers	 should	 explore	
ways	 to	 improve	 AI	 models	 by	 incorporating	
diverse	data	sources	and	developing	ethical	AI	
frameworks	 (Kim	 et	 al.,	 2020).	 Additionally,	
companies	 should	 invest	 in	 training	 HR	
professionals	 to	 understand	 AI-driven	
recruitment	 processes.	 By	 addressing	 these	
challenges,	 AI	 can	 continue	 to	 enhance	
recruitment	practices	while	maintaining	ethical	
and	inclusive	hiring	standards	(Holm,	2021).	
	
4.2	Discussion	

Artificial	 Intelligence	 (AI)	 in	 Human	
Resource	 Management	 (HRM)	 has	 rapidly	
evolved,	 significantly	 impacting	 the	 efficiency	
and	 effectiveness	 of	 workforce	 management.	
Research	 indicates	 that	 AI	 implementation	 in	
HRM	 can	 automate	 various	 administrative	
tasks,	 enhance	accuracy	 in	employee	 selection	
processes,	 and	 support	 more	 personalized	
development	and	training	strategies.	Despite	its	
substantial	benefits,	AI	 adoption	also	presents	
challenges,	 particularly	 regarding	 algorithmic	
bias,	ethical	concerns,	and	employee	trust	in	AI-
based	 systems	 (Stone	 et	 al.,	 2015;	 Jarrahi,	
2018).	

In	the	recruitment	and	selection	process,	
AI	enables	 faster	and	more	accurate	candidate	
data	 analysis.	 Technologies	 such	 as	 machine	
learning	 and	 natural	 language	 processing	 are	
utilized	to	filter	out	candidates	who	do	not	meet	
the	 criteria,	 thereby	 expediting	 decision-
making.	However,	a	major	challenge	lies	in	the	
potential	 for	 bias	within	 AI	 algorithms,	which	
can	 influence	 selection	 outcomes.	 A	 study	 by	
Tambe,	 Cappelli,	 and	 Yakubovich	 (2019)	
highlights	the	importance	of	transparency	in	AI	
usage	 to	 ensure	 a	 fair	 and	 objective	 selection	
process.	
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Additionally,	employee	development	and	
training	have	become	more	adaptive	with	AI.	AI-
powered	 learning	systems	allow	companies	 to	
provide	 personalized	 training	 programs	
tailored	to	individual	needs,	enhancing	learning	
effectiveness	 and	 workplace	 productivity.	
Bersin	 (2018)	 emphasizes	 that	 AI-driven	
learning	 can	 boost	 employee	 engagement	 in	
training	 programs.	 However,	 research	 by	
Dulebohn	and	Johnson	(2013)	suggests	that	not	
all	 employees	 feel	 comfortable	 with	 AI-based	
training	 systems,	 necessitating	 a	 more	
collaborative	 approach	 between	 humans	 and	
AI.	

In	the	context	of	performance	evaluation	
and	talent	management,	AI	offers	advantages	in	
real-time	 data	 collection	 and	 analysis.	 A	 data-
driven	 approach	 helps	 organizations	 reduce	
subjectivity	 in	 performance	 assessments,	
ensuring	 that	 promotion	 and	 career	
development	decisions	are	more	objective.	Bali	
and	Desai	(2019)	reveal	that	AI	in	performance	
evaluation	 enhances	 assessment	 accuracy,	
whereas	Wright	and	Schultz	 (2018)	warn	 that	
excessive	reliance	on	data-driven	systems	may	
reduce	 human	 interaction	 in	 evaluations,	
potentially	affecting	employee	motivation.	

One	 of	 the	 biggest	 challenges	 in	 AI	
adoption	 in	 HRM	 relates	 to	 regulation,	 ethics,	
and	 employee	 trust	 in	 this	 technology.	 Data	
privacy	concerns	are	a	primary	issue	for	many	
organizations,	 particularly	 in	 ensuring	 that	
employee	data	is	not	misused.	Leicht-Deobald	et	
al.	 (2019)	 highlight	 that	 the	 lack	 of	 clear	
regulations	 can	 lead	 to	 distrust	 in	 AI	
applications	within	HRM.	Consequently,	stricter	
policies,	 such	 as	 the	 GDPR	 in	 the	 European	
Union,	 serve	 as	 critical	 references	 for	
establishing	ethical	guidelines	for	AI	utilization	
in	HRM	(Ajunwa,	2019).	Therefore,	companies	
must	 adopt	 a	 balanced	 approach	 between	
automation	and	human	interaction	to	maximize	
the	benefits	of	AI	implementation	in	HRM.	

	
	
	
	

5. Conclusion	
Conclusion	

This	research	shows	that	the	application	
of	 AI	 in	 HRM	 brings	 significant	 changes	 in	
recruitment,	 training,	 performance	 evaluation	
and	 talent	 management	 processes.	 AI	 helps	
increase	 efficiency	 and	 accuracy	 in	 decision	
making	 and	 reduces	 subjective	 bias	 in	 HR	
processes.	However,	 the	 application	of	AI	 also	
faces	challenges,	such	as	algorithmic	bias,	data	
privacy,	 and	 employee	 acceptance	 of	 this	
technology.	 Therefore,	 collaboration	 between	
humans	and	AI	becomes	an	important	strategy	
to	 ensure	 more	 effective	 and	 acceptable	
implementation	of	AI	in	organizations.	
	
Suggestion	

Companies	need	to	ensure	transparency	
in	 the	 use	 of	 AI	 to	 increase	 employee	 trust.	
Regular	evaluation	of	AI	systems	is	necessary	to	
reduce	bias	 and	 ensure	objective	decisions.	 In	
addition,	policies	and	regulations	related	to	AI	
must	be	updated	in	accordance	with	applicable	
legal	developments.	Further	research	is	needed	
to	 understand	 the	 long-term	 impact	 of	 AI	 in	
HRM,	 as	 well	 as	 how	 this	 technology	 can	 be	
implemented	 optimally	 without	 reducing	 the	
role	 of	 humans	 in	 human	 resource	
management.	
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