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ABSTRACT: This article presents an integrative literature review aimed at exploring the benefits and risks
associated with the use of artificial intelligence (AI) in human resource management (HRM). Based on the
analysis of 67 open-access scientific articles indexed in the Scopus database, the study identifies the main areas
of Al application in HRM, as well as its positive and negative impacts. The findings reveal that Al has been
widely applied to processes such as recruitment and selection, training and development, performance
evaluation, and talent management. The most frequently cited benefits include improved decision-making,
operational efficiency, personalization of HRM practices, and enhanced organizational competitiveness.
However, the literature also highlights significant risks, such as algorithmic bias, lack of transparency, resistance
to technological change, and the potential dehumanization of workplace relationships. The effectiveness of Al in
HRM is generally recognized as promising but highly dependent on organizational context, technological
maturity, and ethical management of intelligent systems. The study concludes that successful integration of Al
into HRM requires not only robust technological solutions but also a strategic approach centered on people,
transparency, and fairness.
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l. INTRODUCTION

Artificial Intelligence (Al) has been radically transforming organizational operations across various sectors,
including Human Resource Management (HRM). The growing complexity of contemporary work environments,
coupled with the need for faster, more accurate, and data-driven decision-making, has accelerated the adoption
of intelligent technologies in people management processes. From the automation of administrative tasks to the
personalization of learning and recruitment experiences, Al has increasingly emerged as a strategic asset within
organizations.Alongside the enthusiasm surrounding Al’s potential, there are rising concerns regarding the
social, ethical, and organizational implications of its use. Issues such as algorithmic bias, the dehumanization of
work relationships, the opacity of automated decision-making systems, and the potential displacement of jobs
have generated critical debate, underscoring the need for a responsible and reflective approach. In this context, it
becomes essential to comprehensively examine both the benefits and risks associated with the integration of Al
in HRM.This article aims to conduct an integrative literature review on the use of Al in HRM, with the objective
of identifying key areas of application, the most reported advantages, emerging risks, and the factors that
influence its effectiveness. Based on the analysis of 67 peer-reviewed scientific articles, this study seeks to
contribute to a deeper understanding of Al’s role in reshaping HRM practices and to offer theoretical insights
that support strategic, ethical, and sustainable implementation of these technologies.The article is structured as
follows: Section 2 presents the literature review; Section 3 describes the methodology used for article selection
and analysis; Section 4 discusses the main findings organized into thematic categories; and Section 5 outlines
the general conclusions and provides recommendations for future research and organizational practice.

1. LITERATURE REVIEW
Evolution of AI and its Application in the World of Work :In recent decades, artificial intelligence has
evolved from a purely theoretical concept into a transformative force in the world of work. Since 2012, with the
emergence of neural network systems like AlexNet, there’s been a rapid acceleration in the development and
adoption of Al technologies across various industries, including Human Resource Management (HRM) (Kekez,
Lauwaert & Redep, 2025). The growing interest in Al is evident in the sharp rise in academic publications and
the topic’s frequent spotlight at global conferences. As Kekez et al. (2025) point out, the number of studies on
Al has doubled over the past ten years, with increasing attention given to ethics, algorithmic bias, and social
impact, especially in the context of HRM. From an organizational standpoint, Al is now viewed as a strategic
asset for tackling modern business challenges. Benabou and Touhami (2025) emphasize that incorporating Al
into HRM represents a shift toward more streamlined and effective practices, with major impacts on
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performance evaluation, recruitment, training, and employee lifecycle management. Literature also signals a
broader paradigm shift: HRM is increasingly adopting intelligent systems capable of making real-time, data-
informed decisions. This includes tools such as automated recruiting platforms, resume screening software,
personalized training programs, and virtual learning assistants (Madanchian & Taherdoost, 2025; Yoo, Nimon &
Patole, 2024). According to Girlovan, Horobet, Botorga, Belascu, and Lucian (2024), digital transformation and
Al advancements are redefining traditional HR roles—automating repetitive tasks and applying predictive
analytics to forecast workforce needs. This evolution supports the idea of “smart work,” which blends
technological efficiency with the strategic development of human capital.

Furthermore, several studies point to the role of Al in promoting fairer decision-making, provided that ethical
and regulatory principles are upheld. For instance, Venugopal, Madhavan, Prasad, and Raman (2024) warn that,
despite Al’s potential to improve HRM processes, it is essential to establish governance structures that ensure
transparency, fairness, and inclusiveness in automated systems.Conversely, the adoption of Al still faces
cultural, technological, and structural barriers. Madanchian & Taherdoost (2025) identify resistance to change,
privacy concerns, and integration challenges as recurring obstacles to implementing Al in organizational
contexts.Bibliometric trend analysis confirms the rapid growth of scientific output in this area, with a particular
focus on practical applications of Al in recruitment, training, performance evaluation, and talent retention
(Wijaya & Qamari, 2024; Bouhsaien & Azmani, 2024).Thus, the evolution and incorporation of Al into the
workplace reflect not only technological advancement but also profound reconfiguration of people management
practices, demanding new skills, adaptive organizational models, and a critical reflection on the social and
ethical impacts of these technologies.

Definition and typologies of AI : Artificial Intelligence can be defined as the capacity of artificial systems—
comprising algorithms and software programs—to interpret data, learn from it, and use that knowledge to
perform tasks with a level of autonomy comparable to human behavior (Konovalova, Mitrofanova, Mitrofanova
& Gevorgyan, 2022; Chowdhury et al., 2023). In the context of HRM, Al is applied to support or automate
processes ranging from recruitment to talent retention, always with the aim of optimizing decision-making,
forecasting trends, and improving operational efficiency.

According to Chilunjika, Intauno & Chilunjika (2022), the literature distinguishes three main types of Al:

e Narrow Al (Artificial Narrow Intelligence — ANI): Performs specific tasks based on programmed
instructions and limited learning, such as resume screening or sentiment analysis in text.

e General Al (Artificial General Intelligence — AGI): Refers to the ability to perform any intellectual task that
a human can do; still under development.

e Superintelligent Al (Artificial Superintelligence — ASI): A theoretical concept in which Al would surpass
human intelligence in all aspects.
Beyond this functional classification, several technologies form the Al ecosystem applicable to HRM. The
most notable include:

Machine Learning (ML): Machine learning is a core Al technique that enables systems to detect patterns and
make predictions based on large volumes of data. In HRM, ML is used to predict employee turnover, analyze
candidate profiles, and map future skill needs (Rodgers et al., 2023; Berhil, Benlahmar & Labani, 2020).

Deep Learning (DL): A subfield of ML, deep learning uses deep artificial neural networks to process
unstructured data such as images or voice. It has been applied in facial recognition systems for time tracking and
in emotional analysis during automated interviews (Berhil et al., 2020).

Natural Language Processing (NLP): NLP enables systems to understand and interpret human language, both
written and spoken (Berhil et al., 2020; Chowdhury et al., 2023). Applications include:

e Sentiment analysis in performance evaluations.

Chatbot interaction during onboarding or FAQs.

Automated extraction of information from resumes.

Robotic Process Automation (RPA).

Cognitive Systems and Collective Intelligence

It is important to note that the applicability of these typologies depends on the organization's goals, the digital
maturity of the HR team, and the existing technological infrastructure. The responsible adoption of these tools
requires not only technical competence but also an ethical approach aligned with human-centered values.
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Digital Transformations in HR Departments : Digital transformation has radically reshaped Human Resource
(HR) departments, driving a shift from predominantly administrative roles to more strategic, data-driven
functions supported by emerging technologies, particularly Al. This evolution is closely associated with the
advancement of Human Resource Information Systems (HRIS) and the integration of intelligent solutions that
automate processes, personalize employee experiences, and enhance the analytical capabilities of the HR
function (Albloush et al., 2025; Benabou & Touhami, 2025).The digital transformation of the Human Resources
sector began with the automation of operational tasks but quickly expanded into more strategic areas such as
recruitment, training, performance evaluation, talent management, and decision-making support. With the
advent of artificial intelligence, these processes have become even more powerful—from tools that predict
employee turnover to personalized learning assistants—enabling organizations to act with greater agility and
precision, while also aligning more closely with business goals (Irmatova et al., 2025; Benabou & Touhami,
2025). According to Benabou and Touhami (2025), the presence of artificial intelligence in HR is driving three
major shifts: the automation of repetitive tasks, human-machine collaboration, and the transformation of
decision-making processes. Automation allows HR professionals to focus on more strategic activities;
collaboration calls for new ways of interacting; and data-driven decisions bring insights based on evidence,
moving beyond intuition (Benabou & Touhami, 2025).

Research by Irmatova et al. (2024) shows that countries with higher levels of digital readiness—like the
Netherlands and Israel—have seen more success in preparing their workforce for the demands of the digital
economy. In these contexts, developing both basic and advanced digital skills has become a key factor in
successfully integrating Al into HR practices (Irmatova et al., 2025).Conversely, as noted by Madanchian &
Taherdoost (2025), Al adoption faces significant barriers, including organizational resistance, technological
infrastructure limitations, privacy concerns, and the absence of digital leadership. Overcoming these obstacles
requires a strategic approach focused on cultural change, continuous training, and the revision of internal
policies to ensure sustainable digital transformation (Madanchian & Taherdoost, 2025).In addition, the
introduction of technologies such as Generative Al intensifies integration challenges and redefines business
models and workplace structures. Chowdhury, Budhwar & Wood (2024) advocate for a new strategic framework
in HR management that embraces innovation while upholding core values such as fairness, transparency, and
respect for employees.In this new paradigm, the role of HR professionals is doubly challenged: on one hand,
they must develop technical proficiency in emerging digital tools; on the other, they are increasingly called upon
to act as ethical and human-centered mediators in an era defined by automation and algorithmic intelligence
(Cai, Zhang & Zhang, 2024).As a result, HR departments are evolving into centers of organizational
intelligence, responsible for managing the interaction between people and technology, ensuring employee well-
being, and supporting long-term innovation and competitiveness (Dong, Yan & Yang, 2024; Yoo, Nimon &
Patole, 2024).
1. METHODOLOGY

Type of Study : This article is based on an integrative literature review, aiming to identify, compile, and
critically analyze the main benefits and risks associated with the application of Al in Human Resource
Management. The integrative review approach was chosen because it allows for the inclusion of various types of
studies - empirical, theoretical, and methodological - enabling a comprehensive and in-depth synthesis of the
knowledge available on the subject. This type of review is particularly suitable for exploring complex and
multidisciplinary fields of research, such as the application of Al in HRM, where technical, organizational,
ethical, and social perspectives coexist. Moreover, the integrative review provides methodological flexibility,
allowing not only quantitative analysis, but also qualitative and reflective examination of the content, thereby
facilitating the identification of recurring patterns, research gaps, and emerging trends in the literature (Torraco,
2005).

Search Procedures and Inclusion/Exclusion Criteria: The literature search was conducted using the Scopus
database, selected for its comprehensiveness, quality, and recognition within the international scientific
community. The search was carried out in March 2025, with the aim of identifying relevant publications
addressing the application of artificial intelligence in human resource management. The following combinations
of search terms were used: "artificial intelligence" OR "AI" AND "people management" OR "human resources"
OR "human resource management", with the requirement that these expressions appear in the title of the
articles. This restriction was intended to ensure the direct thematic relevance of the selected publications .The
initial search yielded 385 articles. Subsequently, filters were applied based on predefined inclusion and
exclusion criteria, as outlined below:
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Inclusion criteria:

o Articles with titles containing expressions related to Al and HRM

Peer-reviewed scientific publications

Written in English

Open access, with full text available

Direct relevance to the topic of Al application, impacts, benefits, or risks in HRM

Exclusion criteria:

e Documents that were not scientific articles (e.g., conference proceedings, editorials, abstracts)

Publications in languages other than English

Articles without full-text access

Studies that, despite a relevant title, did not substantively address the proposed theme

Articles that were formally retracted by publishers, compromising their scientific validity

After applying these criteria, the number of articles was reduced from 385 to 70. Of these, two were not
accessible in full text, and one was excluded due to formal retraction, resulting in a final sample of 67
articles, which form the basis of this integrative literature review.

Data Analysis Strategy : Following the final selection of 67 scientific articles, a categorical and thematic
analysis of the content was carried out to identify the main perspectives, trends, and gaps in the existing
literature on the use of artificial intelligence in human resource management.

A structured database in table format was developed, in which each article was systematically coded according
to predefined variables, such as:

Area of Al application (e.g., recruitment, training, performance evaluation)

Type of technology used (e.g., machine learning, NLP, RPA)

Main dependent and independent variables analyzed

Keywords and central themes addressed

Ethical, social, and organizational implications

Year of publication, journal title, and type of study

This coding process enabled a critical and comparative reading of the articles, allowing for the identification of
recurring patterns, thematic frequencies, methodological approaches, and facilitating or inhibiting factors for the
adoption of Al in organizational contexts.The analysis was conducted manually, supported by organization tools
such as Microsoft Excel, allowing for the systematization of the data into relevant analytical categories. This
strategy facilitated an integrative synthesis of the findings, grounded in consolidated evidence from literature,
without resorting to formal statistical analysis, as the study’s focus is essentially qualitative and descriptive.

V. RESULTS
The analysis of the 67 selected articles revealed a diverse set of approaches, applications, and implications
regarding the use of artificial intelligence in human resource management. The results were organized around
four main thematic axes, which reflect the most recurrent and relevant dimensions observed in the studies
analyzed.

Areas of Al Application in HRM: The analysis of the 67 articles revealed that artificial intelligence is being
applied across multiple areas of human resource management and operational functions. The data show that the
most frequently cited area in scientific literature is recruitment and selection, mentioned in 46 of the analyzed
articles. Al is used in this domain through automated resume screening tools, profile-job matching algorithms,
and digital interview systems based on natural language processing and facial recognition .Two additional areas,
training and development and performance evaluation were each referenced in 24 articles. In the former, Al is
employed to personalize learning paths, recommend content based on individual competencies, and monitor
employee progress in real time. In the latter, Al supports the continuous analysis of performance indicators and
provides automated feedback, helping reduce subjectivity in the evaluation process. Talent management also
emerged as a significant area of application, mentioned in 15 studies, particularly in the identification of high-
potential profiles, succession planning, and retention of key employees. Finally, although mentioned less
frequently, performance management appeared in 11 articles, often overlapping with continuous evaluation
mechanisms and goal-setting systems powered by intelligent technologies.
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These findings indicate that Al is increasingly being integrated into core HRM processes, supporting task
automation, predictive analytics, and the personalization of people management practices. Its application tends
to concentrate in data-intensive areas where greater decision-making agility and precision are especially
beneficial.

Main Benefits Identified : The analysis of the articles revealed several benefits associated with the use of
artificial intelligence in human resource management. The studies converge on the positive impact of Al across
various organizational dimensions, with five key benefits standing out. The most frequently cited benefit was
improved decision-making, mentioned in 10 articles. Al provides broader access to both structured and
unstructured data, enabling faster, more accurate, and evidence-based analysis. As a result, HR managers can
make decisions grounded in data, reducing subjectivity in processes such as recruitment, performance
evaluation, and talent management. Also mentioned in 10 studies, operational efficiency emerged as one of the
main gains provided by Al. The automation of repetitive and administrative tasks—such as resume screening,
interview scheduling, and payroll processing—results in significant time and resource savings while minimizing
human errors.

In 8 articles, personalization and increased employee engagement were highlighted, thanks to Al's ability to
tailor processes such as training and internal communication to individual employee needs and profiles.
Chatbots, intelligent learning platforms, and continuous feedback systems are examples of solutions that offer a
more relevant and interactive experience for employees. Innovation and organizational competitiveness were
cited as benefits in 7 studies, reflecting Al’s strategic potential in driving digital transformation. Organizations
that adopt emerging technologies in HR are perceived as more adaptable and better prepared for the challenges
of the future of work. Finally, operational cost reduction was noted in 3 articles, linked to the automation of
processes, optimization of human resources, and elimination of inefficiencies in manual tasks.These benefits
demonstrate that Al serves not only as a tool for operational support but also as a catalyst for strategic change in
the way human capital is managed within organizations.

Associated Risks and Challenges : Although literature highlights several benefits resulting from the
application of artificial intelligence in human resource management, it also recognizes significant risks and
persistent challenges that must be considered by both organizations and academia.One of the main risks
identified relates to ethical and moral concerns, including algorithmic bias and automated discrimination.
Several studies warn that when algorithms are trained on biased historical data, they may replicate or even
amplify existing inequalities in processes such as recruitment, promotion, or performance evaluation. This issue
directly impacts employees’ perceptions of organizational fairness and influences their acceptance of Al in the
workplace.

Another recurring challenge is the lack of transparency in automated processes, often referred to as the Al
"black box." The opacity of algorithms makes it difficult to understand the criteria behind automated decisions,
raising concerns about accountability and the ability to audit sensitive decisions, especially in areas like resume
screening or the allocation of bonuses and promotions. Resistance to technology adoption by HR professionals
and employees was also cited as a barrier. This resistance is frequently associated with fears of job replacement,
a lack of technical skills to operate intelligent systems, and concerns about the dehumanization of workplace
relationships. Additional challenges include the complexity of implementation, the costs associated with
adopting advanced technological solutions, and the lack of clear organizational policies to regulate the ethical
and responsible use of Al in work contexts. In summary, although the transformative potential of Al in HRM is
widely acknowledged, its effective adoption requires a critical, ethical, and strategic approach—one that ensures
system transparency, includes employees in the change process, and promotes the development of appropriate
digital skills.

Effectiveness of AI Use in HRM : The effectiveness of artificial intelligence in human resource management
was assessed based on the conclusions presented in the analyzed studies. Most articles acknowledge Al’s
transformative potential, although they report varying degrees of impact depending on factors such as context,
the technology implemented, and the organization’s level of digital maturity.

The categorical analysis of conclusions revealed the following:

e O articles (13%) reported a clearly positive impact, highlighting significant improvements in HR process
efficiency, accuracy, and quality

e 13 articles (19%) indicated a moderate impact, often dependent on how Al is implemented, its integration
with human practices, and the presence of a supportive organizational culture
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e Only 1 article classified Al as a highly disruptive force, emphasizing structural transformation in people
management

e The majority of texts (46 articles, or 69%) presented more neutral, descriptive, or indirect conclusions,

focusing on possibilities, trends, or concerns without taking a definitive stance on Al's effectiveness

This distribution suggests that, although the literature points to a generally favorable outlook on Al adoption

in HRM, there remains caution regarding its full effectiveness, primarily due to factors such as:

Implementation challenges

Dependence on technical skills

The need for ethical and human oversight

o Contextual limitations (e.g., public sector, SMEs, developing countries)

Therefore, it can be concluded that while the effectiveness of Al in HRM is widely recognized as promising, it

depends on a set of structural, organizational, and human conditions that must be met for its benefits to be fully

realized.

V. CONCLUSION

This integrative literature review provided an in-depth understanding of the benefits and risks associated with
the use of artificial intelligence in human resource management, based on the analysis of 67 scientific articles.
The findings demonstrate that Al is playing an increasingly important role in the digital transformation of HR
departments, with applications ranging from recruitment and selection to training, performance evaluation,
talent retention, and strategic decision-making. Among the main benefits identified are enhanced decision-
making, operational efficiency, personalized employee experiences, and increased organizational innovation.
These gains show that Al can act as a catalyst for significant change, contributing to more agile, data-driven, and
results-oriented HRM practices.However, the associated risks and challenges are also evident and must not be
overlooked. Issues such as algorithmic bias, lack of transparency in automated processes, resistance from HR
professionals, and the shortage of digital skills highlight the need for a critical and responsible adoption of Al in
organizations. According to the literature, the effectiveness of Al strongly depends on the organizational context,
technological maturity, and the presence of a culture that fosters collaboration between humans and intelligent
systems.

It can thus be concluded that artificial intelligence represents a strategic opportunity for people management,
provided it is implemented in an ethical, transparent, and inclusive manner. Literature points to a promising yet
still developing path. One that requires ongoing research, adequate professional training, and robust
organizational policies to ensure that technological advancements are aligned with human values and the
strategic goals of organizations.

REFERENCES

1. Kekez, 1., Lauwaert, L., & Begic¢evi¢ Redep, N. (2025). Is artificial intelligence (Al) research biased and
conceptually vague? A systematic review of research on bias and discrimination in the context of using
Al in human resource management. Retrieved from 3.001.pdf

2. Albloush, A., Al-shibly, M., & Alghizzawi, M. (2025). Artificial Intelligence Research in Human
Resources. Journal of Information Systems Engineering and Management. Retrieved from 3.002.pdf

3. Gardan, I. P., Manu, M. B., Gardan, D. A., Negoita, L. D. L., Pastiu, C. A., Ghita, E., & Zaharia, A.
(2025). Adopting Al in education: Optimizing human resource management considering teacher
perceptions. Frontiers in Education. https://doi.org/10.3389/feduc.2025.1488147

4, Reddy, S. J., Ali, S. M. S., Anitha, C., Serena, M. A., Hepziba, E., & Kulkarni, P. (2025). Leveraging
Artificial Intelligence for Talent Acquisition and Employee Retention in Human Resources. Journal of
Information Systems Engineering and Management. Retrieved from 3.004.pdf

5. Irmatova, A. B., Bakiyeva, 1. A., Bozorova, S. A., Doniyorova, F. A. Q., & Nasirkhodjaeva, D. S. (2024).
The influence of digitalization and artificial intelligence on human resources training. International
Journal for Quality Research, 19(1), 1-12. https://doi.org/10.24874/1JQR19.01-01

6. Benabou, A., & Touhami, F. (2025). Empowering human resource management through artificial
intelligence: A systematic literature review and bibliometric analysis. International Journal of Production
Management and Engineering, 13(1), 59-76. https://doi.org/10.4995/ijpme.2025.21900

7. Madanchian, M., & Taherdoost, H. (2025). Barriers and enablers of Al adoption in human resource
management: A critical analysis of organizational and technological factors. Information, 16(1), 51.
https://doi.org/10.3390/info16010051

8. Roy, S. K., Dey, B. L., Brown, D. M., Abid, A., Apostolidis, C., Christofi, M., & Tarba, S. (2025).
Business model innovation through Al adaptation: The role of strategic human resources management.
British Journal of Management, 36, 546—559. https://doi.org/10.1111/1467-8551.12894

[Volume 7 | Issue 2| www.ijmcer.com | 151 |


https://doi.org/10.3389/feduc.2025.1488147
https://doi.org/10.4995/ijpme.2025.21900
https://doi.org/10.3390/info16010051

Benefits and risks of using Al in Human Resource...

10.

11.

12.

13.

14.

15.

16.

17.

18.

19.

20.

21.

22.

23.

24.

25.

26.

217.

28.

29.

30.

31

Maghsoudi, M., Shahri, M. K., Kermani, M. A. M. A., & Khanizad, R. (2025). Mapping the landscape of
Al-driven human resource management: A social network analysis of research collaboration. IEEE
Access, 13, 3089-3105. https://doi.org/10.1109/ACCESS.2024.3523437

Choudhari, Y., Shrestha, P., Singh, G., & Bindra, S. (2025). The impact of artificial intelligence (Al) on
talent acquisition in human resource management. Australasian Accounting, Business and Finance
Journal, 19(1), 153-164.

Ogrean, A. (2024). Competitiveness and corruption in Romania — Forecasting in the context of the
Romanian integration into the European Union. https://doi.org/10.2478/sbe-2024-0047

Yang, X., & Yan, S. (2024). Encourage or Reject Employee Involvement: Value Creation in Human
Resource Management in the Al Era—An Evolutionary Game Analysis of Enterprises and Employees.
https://doi.org/10.3390/bs14121220

Guggemos, J. (2024). To fear or not to fear — Human resource development professionals’ positioning
towards artificial intelligence with a focus on augmentation. https://doi.org/10.1016/j.cacai.2024.100260
Chowdhury, S., Budhwar, P., & Wood, G. (2024). Generative Artificial Intelligence in Business: Towards
a Strategic Human Resource Management Framework. https://doi.org/10.1111/1467-8551.12824

Dong, J.-J., Yan, S.-M., & Yang, X.-W. (2024). Influencing Factors and Mechanisms of Value Co-
Creation in Artificial Intelligence-Driven Human Resource Management: A System Dynamics
Simulation. https://doi.org/10.3390/systems12090352

Yoo, S., Nimon, K., & Patole, S. R. (2025). Artificial intelligence in human resource development: An
umbrella review protocol. https://doi.org/10.17605/OSF.I0/Z8NM6

Cai, F., Zhang, J., & Zhang, L. (2024). The Impact of Artificial Intelligence Replacing Humans in
Making Human Resource Management Decisions on Fairness: A Case of Resume Screening.
https://doi.org/10.3390/sul1 6093840

Sweiss, M. 1. K., & Yamin, M. A. Y. (2024). The Role of Al-Enabled Human Resource Practices Towards
Task Satisfaction and Employee Creative Willingness. https://doi.org/10.1177/21582440241281618
Wijaya, E. F. A., & Qamari, I. N. (2024). Analysis of research on artificial intelligence in human
resources management: A bibliometric analysis. https://doi.org/10.47857/irjms.2024.v05102.0383

Yamin, M. A., Almuteri, S. D., Bogari, K. J., & Ashi, A. K. (2024). The Influence of Strategic Human
Resource Management and Artificial Intelligence in Determining Supply Chain Agility and Supply Chain
Resilience. https://doi.org/10.3390/sul 6072688

Nawaz, N., Arunachalam, H., Pathi, B. K., & Gajenderan, V. (2024). The adoption of artificial
intelligence in human resources management practices. https://doi.org/10.1016/1.jjimei.2023.100208
Ogbeibu, S., Emelifeonwu, J., Pereira, V., Oseghale, R., Gaskin, J., Sivarajah, U., & Gunasekaran, A.
(2024). Demystifying the roles of organisational smart technology, artificial intelligence, robotics and
algorithms capability. https://doi.org/10.1002/bse.3495

Abalos, P. N. S., & Palaoag, T. D. (2024). Al-based resume skills extractor and recommender modules
for state university human resource analytics system. https://doi.org/10.24874/PES06.04.006

Bouhsaien, L., & Azmani, A. (2024). The potential of artificial intelligence in human resource
management. https://doi.org/10.35784/acs-2024-34

Venugopal, M., Madhavan, V., Prasad, R., & Raman, R. (2024). Transformative Al in human resource
management: enhancing workforce planning with topic modeling.
https://doi.org/10.1080/23311975.2024.2432550

Alnsour, A. S., Kanaan, O. A., Salah, M., Alfayyad, L., Hijazi, Y., & Alsharif, D. (2024). The impact of
implementing Al in recruitment on human resource management efficiency and organizational
development effectiveness. https://doi.org/10.24294/jipd.v8i8.6186

Al-Ayed, S. (2024). Role of artificial intelligence for strengthening human resource system via mediation
of technology competence. https://doi.org/10.21511/ppm.22(2).2024.40

Zhang, J. X., & Yuan, Y. (2022). Multi-dimensional post competency evaluation model in human
resource management under the background of artificial intelligence.
https://doi.org/10.1155/2022/9730127

Islam, M. A., Aldaihani, F. M. F., & Saatchi, S. G. (2023). Artificial intelligence adoption among human
resource professionals: Does market turbulence play a role?. https://doi.org/10.1002/joe.22226

Guo, Q. (2022). A fuzzy comprehensive dynamic evaluation algorithm for human resource quality
growth based on artificial intelligence. https://doi.org/10.1155/2022/8402975

Tinguely, P. N., Lee, J., & He, V. F. (2023). Designing human resource management systems in the age of
Al Journal of Organization Design, 12, 263-269. https://doi.org/10.1007/s41469-023-00153-x

[Volume 7 | Issue 2| www.ijmcer.com | 152 |


https://doi.org/10.3390/bs14121220
https://doi.org/10.1016/j.caeai.2024.100260
https://doi.org/10.3390/systems12090352
https://doi.org/10.17605/OSF.IO/Z8NM6
https://doi.org/10.3390/su16093840
https://doi.org/10.1177/21582440241281618
https://doi.org/10.3390/su16072688
https://doi.org/10.1016/j.jjimei.2023.100208
https://doi.org/10.1002/bse.3495
https://doi.org/10.1080/23311975.2024.2432550
https://doi.org/10.24294/jipd.v8i8.6186
https://doi.org/10.21511/ppm.22(2).2024.40
https://doi.org/10.1155/2022/9730127
https://doi.org/10.1155/2022/8402975

Benefits and risks of using Al in Human Resource...

32.

33.

34.

35.

36.

37.

38.

39.

40.

41.

42,

43.

44,

45,

46.

47.

48.

49,

50.

51.

Dai, W.,, Hu, Y., Zhu, Z., & Liao, X. (2021). Human Resource Petri Net Allocation Model Based on
Artificial Intelligence and Neural Network. Mobile Information Systems, 2021, 5988742.
https://doi.org/10.1155/2021/5988742

Wu, M. (2024). Human Resource Management Optimization Strategies for Diverse Work Environments
Based on Artificial Intelligence. Applied Mathematics and Nonlinear Sciences, 9(1), 1-16.
https://doi.org/10.2478/amns-2024-2556

AL Qahtani, E. H., & Alsmairat, M. A. K. (2023). Assisting artificial intelligence adoption drivers in
human resources management: A mediation model. Acta Logistica, 10(1), 141-150.
https://doi.org/10.22306/al.v10i1.371

Martin-Hernandez, P. (2023). Artificial Intelligence: The Present and Future of Human Resources
Recruitment and Selection Processes. Eng. Proc., 56(188). https://doi.org/10.3390/ASEC2023-15521
Poisat, P., Cullen, M., & Calitz, A. P. (2024). Human resource managers’ perceptions on the impact of Al
on the South African workforce. SA Journal of Human Resource Management, 22, a2593.
https://doi.org/10.4102/sajhrm.v22i10.2593

Berhil, S., Benlahmar, H., & Labani, N. (2020). A review paper on artificial intelligence at the service of
human resources management. Indonesian Journal of Electrical Engineering and Computer Science,
18(1), 32-40. https://doi.org/10.11591/ijeecs.v18.i1.pp32-40

Gong, Y., Zhao, M., Wang, Q., & Lv, Z. (2022). Design and interactive performance of human resource
management system based on artificial intelligence. PLoS ONE, 17(1), 0262398.
https://doi.org/10.1371/journal.pone.0262398

Chilunjika, A., Intauno, K., & Chilunjika, S. R. (2022). Artificial intelligence and public sector human
resource management in South Africa: Opportunities, challenges and prospects. SA Journal of Human
Resource Management, 20(0), a1972. https://doi.org/10.4102/sajhrm.v20i0.1972

Konovalova, V., Mitrofanova, E., Mitrofanova, A., & Gevorgyan, R. (2022). The impact of artificial
intelligence on human resources management strategy: Opportunities for the humanisation and risks.
WISDOM, 1(2), 88-99. https://doi.org/10.24234/wisdom.v2i1.763

Zhang, D., & Pan, J. (2022). An intelligent scheduling model of computer human resources in complex
scenarios based on artificial intelligence. Wireless Communications and Mobile Computing, 2022,
8546634. https://doi.org/10.1155/2022/8546634

Aydin, E., & Turan, M. (2023). An Al-based shortlisting model for sustainability of human resource
management. Sustainability, 15(3), 2737. https://doi.org/10.3390/sul5032737

Alnamrouti, A., Rjoub, H., & Ozgit, H. (2022). Do strategic human resources and artificial intelligence
help to make organisations more sustainable? Evidence from non-governmental organisations.
Sustainability, 14(12), 7327. https://doi.org/10.3390/sul14127327

Rath, M., Mishra, N., & Jayasuria, J. G. (2023). A smart human resource approach using artificial
intelligence with improved employee satisfaction for better sustainability in organisation. Evergreen,
10(4), 2476-2482. https://doi.org/10.5109/7162009

Yu, Y. (2024). Human resource management and artificial intelligence integration development and
innovation. Applied Mathematics and Nonlinear Sciences, 9(1), 1-13. https://doi.org/10.2478/amns-
2024-1751

Weber, P. (2024). Unrealistic optimism regarding artificial intelligence opportunities in human resource
management. International Journal of Knowledge Management, 19(1).
https://doi.org/10.4018/1JKM.317217

Tanantong, T., & Wongras, P. (2024). A UTAUT-based framework for analyzing users’ intention to adopt
artificial intelligence in human resource recruitment: A case study of Thailand. Systems, 12(1), 28.
https://doi.org/10.3390/systems 12010028

Yang, Y. (2022). Artificial intelligence-based organizational human resource management and operation
system. Frontiers in Psychology, 13, 962291. https://doi.org/10.3389/fpsyg.2022.962291

Huang, X., Yang, F., Zheng, J., Feng, C., & Zhang, L. (2023). Personalized human resource management
via HR analytics and artificial intelligence: Theory and implications. Asia Pacific Management Review,
28(5), 598-610. https://doi.org/10.1016/j.apmrv.2023.04.004

Surya Wuisan, D. S., Sunardjo, R. A., Aini, Q., Yusuf, N. A., & Rahardja, U. (2023). Integrating artificial
intelligence in human resource management: A SmartPLS approach for entrepreneurial success. Aptisi
Transactions on Technopreneurship (ATT), 5(3), 334-345. https://doi.org/10.34306/att.v5i3.355

Yu, X., Zhang, C., & Wang, C. (2022). Construction of hospital human resource information
management system under the background of artificial intelligence. Computational and Mathematical
Methods in Medicine, 2022, 8377674. https://doi.org/10.1155/2022/8377674

[Volume 7 | Issue 2| www.ijmcer.com | 153 |


https://doi.org/10.4102/sajhrm.v22i0.2593
https://doi.org/10.1371/journal.pone.0262398
https://doi.org/10.4102/sajhrm.v20i0.1972
https://doi.org/10.1155/2022/8546634
https://doi.org/10.3390/su15032737
https://doi.org/10.3390/su14127327
https://doi.org/10.5109/7162009
https://doi.org/10.2478/amns-2024-1751
https://doi.org/10.2478/amns-2024-1751
https://doi.org/10.3390/systems12010028
https://doi.org/10.3389/fpsyg.2022.962291
https://doi.org/10.1016/j.apmrv.2023.04.004
https://doi.org/10.34306/att.v5i3.355
https://doi.org/10.1155/2022/8377674

Benefits and risks of using Al in Human Resource...

52.

53.

54.

55.

56.

57.

58.

59.

60.

61.

62.

63.

64.

65.

66.

67.

Rasheed, M. H., Khalid, J., Ali, A., Rasheed, M. S., & Ali, K. (2024). Human resource analytics in the
era of artificial intelligence: Leveraging knowledge towards organizational success in Pakistan. Journal
of Chinese Human Resources Management, 15(3), 3-20. https://doi.org/10.47297/wspchrmWSP2040-
800501.20241503

Alam, M. S., Munira, K. S., Rahman, M. S., Uddin, M. A., & Akter, A. (2024). Artificial intelligence
(AI) for talent acquisition: Human resource professionals’ perspective. International Journal of Human
Capital and Information Technology Professionals, 13(1). https://doi.org/10.4018/IJHCITP.303950
Bankins, S., Formosa, P., Griep, Y., & Richards, D. (2022). AI decision making with dignity? Contrasting
workers’ justice perceptions of human and Al decision making in a human resource management context.
Information Systems Frontiers, 24, 857—875. https://doi.org/10.1007/s10796-021-10223-8

Abasaheb, S. A., & Subashini, R. (2024). Enhancing HR efficiency through the integration of artificial
intelligence and internet of things: A study on Al implementation in human resource management. EAI
Endorsed Transactions on Scalable Information Systems, 11(2). https://doi.org/10.4108/eetsis.4208
Paigude, S., Pangarkar, S. C., Hundekari, S., Mali, M., Wanjale, K., & Dongre, Y. (2023). Potential of
artificial intelligence in boosting employee retention in the human resource industry. International
Journal on Recent and Innovation Trends in Computing and Communication, 11(3s).
https://doi.org/10.17762/ijritcc.v11i3s.6149

Kshetri, N. (2021). Evolving uses of artificial intelligence in human resource management in emerging
economies in the global South: Some preliminary evidence. Management Research Review, 44(7), 970—
990. https://doi.org/10.1108/MRR-03-2020-0168

Nain, V., & Shyam, H. S. (2024). Empirical analysis of the role of artificial intelligence in human
resources recruitment and selection. Proceedings on Engineering Sciences, 6(2), 817-826.
https://doi.org/10.24874/PES06.02A.008

Niehueser, W., & Boak, G. (2020). Introducing artificial intelligence into a human resources function.
Industrial and Commercial Training, 52(2), 121-130. https://doi.org/10.1108/ICT-10-2019-0097

Li, P., Bastone, A., Mohamad, T. A., & Schiavone, F. (2023). How does artificial intelligence impact
human resources performance: Evidence from a healthcare institution in the United Arab Emirates.
Journal of Innovation & Knowledge, 8, 100340. https://doi.org/10.1016/j.jik.2023.100340

Aguinis, H., Beltran, J. R., & Cope, A. (2024). How to use generative Al as a human resource
management assistant. Organizational Dynamics, 53, 101029.
https://doi.org/10.1016/j.orgdyn.2024.101029

Delecraz, S., Eltarr, L., Becuwe, M., Bouxin, H., Boutin, N., & Oullier, O. (2022). Responsible artificial
intelligence in human resources technology: An innovative inclusive and fair-by-design matching
algorithm for job recruitment purposes. Journal of Responsible Technology, 11, 100041.
https://doi.org/10.1016/.jrt.2022.10004 1

Chowdhury, S., Dey, P., Joel-Edgar, S., Bhattacharya, S., Rodriguez-Espindola, O., Abadie, A., &
Truong, L. (2023). Unlocking the value of artificial intelligence in human resource management through
Al  capability  framework. = Human  Resource = Management  Review, 33,  100899.
https://doi.org/10.1016/j.hrmr.2022.100899

Rodgers, W., Murray, J. M., Stefanidis, A., Degbey, W. Y., & Tarba, S. Y. (2023). An artificial intelligence
algorithmic approach to ethical decision-making in human resource management processes. Human
Resource Management Review, 33, 100925. https://doi.org/10.1016/j.hrmr.2022.100925

Shahzad, M. F., Xu, S., Naveed, W., Nusrat, S., & Zahid, 1. (2023). Investigating the impact of artificial
intelligence on human resource functions in the health sector of China: A mediated moderation model.
Heliyon, 9, e21818. https://doi.org/10.1016/j.heliyon.2023.e21818

Votto, A. M., Valecha, R., Najafirad, P., & Rao, H. R. (2021). Artificial intelligence in tactical human
resource management: A systematic literature review. International Journal of Information Management
Data Insights, 1, 100047. https://doi.org/10.1016/1.jjimei.2021.100047

Murugesan, U., Subramanian, P., Srivastava, S., & Dwivedi, A. (2023). A study of artificial intelligence
impacts on human resource digitalization in Industry 4.0. Decision Analytics Journal, 7, 100249.
https://doi.org/10.1016/j.dajour.2023.100249

[Volume 7 | Issue 2| www.ijmcer.com | 154 |


https://doi.org/10.47297/wspchrmWSP2040-800501.20241503
https://doi.org/10.47297/wspchrmWSP2040-800501.20241503
https://doi.org/10.1007/s10796-021-10223-8
https://doi.org/10.17762/ijritcc.v11i3s.6149
https://doi.org/10.1108/MRR-03-2020-0168
https://doi.org/10.1016/j.orgdyn.2024.101029
https://doi.org/10.1016/j.jrt.2022.100041
https://doi.org/10.1016/j.hrmr.2022.100899
https://doi.org/10.1016/j.hrmr.2022.100925
https://doi.org/10.1016/j.heliyon.2023.e21818
https://doi.org/10.1016/j.jjimei.2021.100047
https://doi.org/10.1016/j.dajour.2023.100249

