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Abstract 
Organizations are using advanced technologies at a breakneck pace to improve HR operations 
efficiency. Through the automation of repetitive duties and the facilitation of decision-
making, AI presents exciting prospects to enhance HR procedures. This study explores the 
significant benefits of implementing AI technologies in HR practices, such as Training and 
Development, Recruitment and Selection, Engagement, Performance, Workforce Planning, 
Compensation, and Employee Retention. By reviewing previous studies on the use of AI in 
HRM, the study takes a qualitative approach. It focuses on highlighting important areas where 
AI can be used and summarizing current understanding. The current study concludes that AI 
increases the effectiveness of hiring procedures by automating the screening of resumes and 
the identification of the best prospects. Using predictive analytics to build individualized work 
environments, also increases employee engagement. AI enhances performance management 
with intelligent assessment tools and customizes training and development programs to each 
employee's unique needs. The study advances knowledge of how AI has influenced HRM 
ideas, especially in relation to decision-making processes, talent management, and employee 
engagement. Managers who provide specialized tech solutions to match their demands can 
use AI to increase HR efficiency, lower operating costs, and improve employee experiences. 
The report emphasizes how AI has the ability to significantly change HRM and improve 
organizational performance as well as HR operations that are more strategically focused. 
Keywords: Artificial Intelligence, Training, Recruitment, Engagement, Performance, 
Workforce Planning, Compensation, Employee Retention 
 
Introduction 
Information technology and other advanced technological innovations have provided several 
advantages (cost savings, harmonization and integration of HR activities, efficiency, and 
support of international strategy) (Alkoud et al., 2024), but they have also added barriers 
(more HR administration, work stress, technological property disappointments) (Vrontis et 
al., 2021).  In order to capitalize on potential opportunities, negative potentials, and threats, 
it is necessary to activate the era of coexistence and cooperation between humans and 
artificial intelligence (Vrontis et al., 2021). The prior studies demonstrate that the main 
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advantages of AI were the elimination of repetitive jobs and accelerated quality. Similar to 
that, the biggest problems were a lack of training and technological readiness. Due to 
restrictions, AI is less able to be implemented in the overall hiring process and can produce 
results that are problematic in terms of their authenticity, AI is expected to take the role of 
administrative responsibilities in the hiring process as well as HRM's involvement in 
recruitment efforts, which will affect factors like job applicability and hiring results (Okeyika 
et al., 2023). Likewise, AI-based employment offers a number of advantages to corporate 
processes like recruitment while keeping costs low and quality high (Faculty et al., 2021). 
Artificial intelligence has a number of advantages, neutrality customization cost cutting, 
enhancing the employee experience with responsive software, maintaining great talent 
(Muralidhar et al., 2023). Moreover, organizational advantages of AI, more notably its 
capacity to enhance process and organizational (financial, marketing, and administrative) 
performance (Wijayati & Rahman, 2021).  
 
In addition, AI improves job performance through increasing flexibility and autonomy at work, 
as well as by encouraging creativity and innovation  (Wijayati & Rahman, 2021). According 
Ihsan et al. (2023) time savings and learning are the two key advantages of employing AI to 
determine which development strategy is best for each employee, when AI is used in 
development, staff members can select the learning materials and goals they require and gain 
information in accordance with their learning preferences and priorities. Organizations must 
place a strong premium on building human competencies, leadership, a creative workplace, 
teamwork, and strategies to integrate AI into the workforce if they want to fully reap the 
rewards of implementing AI in HRM (Kaur & Gandolfi, 2023). The objective of this research is 
to investigate how artificial intelligence (AI) can improve human resources (HR) activities 
through training and development, recruitment and selection, engagement, performance, 
workforce planning, compensation, and employee retention. 
 
This study is significant due to the critical role artificial intelligence (AI) plays in enhancing the 
efficiency and effectiveness of human resource management (HRM) practices. AI is one of the 
key innovations that enable organizations to streamline administrative processes, reduce 
human errors, and make more accurate decisions (Chakraborty et al., 2020). Research 
indicates that AI contributes to improving employee experiences, increasing engagement, and 
enhancing retention through personalized strategies (Wijayati & Rahman, 2021). Moreover, 
it aids in reducing operational costs while boosting overall efficiency (Vrontis et al., 2022). By 
exploring the applications of AI in HRM, this study emphasizes its growing importance in 
improving organizational performance and competitiveness, making it highly relevant for 
organizations, leaders, and decision-makers. 
 
Background of Implementation AI in HRM  
There are a number of areas of use for AI in human resources. Chakraborty et al. (2020) claim 
that AI reduces human mistakes, helps manage risks, and facilitates quick decision-making. In 
addition, these aspects are in addition to how intelligent HR practices are capable of 
improving every HR-related activity, including giving candidates more help given that AI 
boosts availability, takes on monotonous chores, and gives digital assistance for dealing with 
users (Jatob et al., 2022). In addition, in terms of, for instance, Managers' views of technical 
control, AI can benefit both leaders and HR. As a result, it is possible to guarantee that 
employees are guided through motivational tactics. The HR team may become more 



INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN ECONOMICS AND MANAGEMENT SCIENCES 
Vol. 1 4 , No. 1, 2025, E-ISSN: 2226-3624 © 2025 

214 

disciplined as a result (Kambur, 2022a). AI offers HR the chance to automate low-value, 
repetitive processes and enhance attention to more important work. In general, HR services 
involve spending a lot of time on routine employee onboarding procedures, sorting through 
frequent inquiries and employee requests, and handling fundamental benefits 
administration. The HR teams may work more creatively and strategically for the 
development of the organization by saving time in such areas (Dilip & Rohini, 2020). 
Additionally, the adoption of AI enables HR professionals to concentrate on harder tasks 
requiring a lot of human interaction, the growth of employee careers, increased workplace 
engagement, and a strategy-focused approach are all examples of this (Sanyaolu & 
Atsaboghena, 2022). Moreover, in HR, AI is utilized to streamline processes, enhance 
judgment, and offer insights (Aydın, 2023). Likewise, AI presents an opportunity for HR teams 
to solidify their position as creative business owners working to improve service quality (Hayat 
& Stéphane, 2021). 
 
The effectiveness of communication has been found to increase with the integration of AI into 
HRM operations, particularly in areas like e-based performance management and training and 
development (Varghese, 2023). Additionally, it provides an opportunity for automatic 
examination (Budhwar et al., 2023). Moreover, these technologies provide the chance to 
create highly beneficial problem-solving techniques (Vrontis et al., 2021).  Likewise, it has 
been established that AI exists and is significant in many HR-related processes. Simple 
organizational activities are replaced by AI with little any human intervention, turnover rates 
are decreasing thanks to AI, and it retains talent better than humans (Singh et al., 2020). 
Artificial intelligence will significantly improve the quantitative profile of the business function 
when it is implemented in human resource management, it will therefore become more 
flexible to cost-benefit analyses, this strategy is highlighted by artificial intelligence as a tool 
for making decisions (Sakka et al., 2022). Moreover, The aim to limit losses in terms of labor 
costs to a minimum, in addition to using labor as efficiently as possible, is one of the potential 
accessible today for artificial intelligence in human resources (Kambur, 2022a). In addition, 
With the aid of contemporary technology, employee can not only communicate with various 
systems but also benefit from artificial intelligence's superior ability to spot minute details in 
data using algorithms (Kambur, 2022a).  
 
AI technology can speed up the application process by creating forms that are easier to use 
and more likely to be completed by job applicants, hence lowering the number of applications 
that are left unfinished, internal mobility and employee retention - human resources 
departments can now measure employee engagement and job satisfaction more precisely 
than ever before thanks to customized feedback surveys and employee appreciation 
programs (Okeyika et al., 2023). In addition, AI-based tools have the potential to significantly 
alter HRM procedures (Kshetri, 2021). Likewise, the tailoring of staff training and mentorship 
is an intriguing advantage of AI (Anand, 2022). Also, we can now design customized 
environments for each employee using AI technology so that they have a unique experience 
that motivates them to utilize corporate platforms and gives them access to data like they do 
in their consumer lives (Aldulaimi, 2020). 
 
That AI provides the opportunity to make things function has proven to be reasonably 
effective and efficient, in other words, AI has the capacity to take the information you already 
possess and produce new information (Fadhilah, 2022). Artificial intelligence is connected to 
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advancements that can assist us in finding a solution, it is important to consider how 
information and technological advancements impact the high costs that must be borne and 
foresee how artificial intelligence may impact managers and employees (Fadhilah, 2022). By 
taking part in organizational transformation and embracing AI in HR management as an 
opportunity, HR leaders express their role as change agents; as a result, a favorable intention 
towards its implementation may be seen (Hmoud, 2021). Moreover, From an economic 
standpoint, AI can assist an organization by continuously enhancing efficiency in all facets of 
HRM and as it becomes the new trend for HRM in the future (Samarasinghe, 2020). 
 
Research Question 
Previous studies examining the role of AI in HR practices are still in their infancy, and they 
have not discussed the roles of AI in detail. Hence, the main research question revolves 
around revealing the opportunities of Implementation Artificial Intelligence (AI) in Human 
Resources Management (HRM) in detail, therefore, the main research question can be divided 
into a number of sub-questions as follows: 
 
1) What are the opportunities for applying artificial intelligence in training and 

development? 
2) What are the opportunities for applying artificial intelligence in recruitment and 

selection? 
3) What are the opportunities for applying artificial intelligence in engagement? 
4) What are the opportunities for applying artificial intelligence in performance?  
5) What are the opportunities for applying artificial intelligence in workforce planning?  
6) What are the opportunities for applying artificial intelligence in compensation?  
7) What are the opportunities for applying artificial intelligence in employee retention?  
 
Research Contribution 
This research makes a significant contribution to the topic of human resource management 
by offering a thorough examination of the potential applications of artificial intelligence (AI) 
in HR procedures, notably in relation to hiring, training, and employee engagement. By 
examining how AI can improve decision-making, talent management, and employee 
interaction, it broadens our theoretical understanding. The research also provides managers 
with useful advice on how to use AI to boost productivity, automate repetitive operations, 
and personalize employee training initiatives—all of which will improve employee 
experiences and organizational success. Researchers like this one are a great resource for 
academics and HR professionals alike.  
 
Research Methodology 
The study's methodology, which is qualitative in nature, focuses on content analysis of 
previous research on the application of artificial intelligence (AI) in human resource 
management (HRM). The report identifies important areas where AI may improve HR 
operations like hiring, training, and performance management by methodically reviewing 
prior research and theoretical contributions. The research endeavors to offer a thorough 
comprehension of AI's influence on HRM by amalgamating insights from diverse sources, 
without resorting to empirical data gathering or case studies. By taking this method, the study 
might indicate future research directions and expand on existing information.  
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Literature Review 
Advanced technology changes the way organizations operate and enriches and develops 
managerial skills, which contributes to raising business value. Through its contributions to 
productivity development and innovation, embracing AI has the potential to offer 
considerable benefits to organizations and economies (Baki et al., 2023). Artificial intelligence 
has many advantages, just like any other technical development, and human resource 
management is no exception (Vrontis et al., 2022). like people in the organization are 
compelled by new technology to expand their cognitive literacy skills, lowering the operating 
costs, cutting down on time squandered at work, access to a huge consumer base, a supply 
chain, a distribution network, current technologies, and marketplaces (Elegunde, A. F., & 
Osagie, 2020). The automation of time-consuming and repetitive processes enables HR 
managers to concentrate on jobs that are valuable and call for special knowledge and skills 
(Pillai and Sivathanu, 2020). By supplying more and better-processed information, the 
reduction or minimization of errors brought on by machine learning also aids in improving 
decision-making (Badicu, 2022). Below we review the opportunities and areas of application 
of artificial intelligence in HRM in each of the following areas: training and development, 
recruitment and selection, engagement, performance, workforce planning, compensation, 
employee retention. 
 
AI Opportunity in Training and Development 
The training in human resources management benefits the advantages of technological 
advancement and artificial intelligence. It should give employees the chance to offer feedback 
following implementation so that the transition process can be improved using first-hand 
experience (Niehueser & Boak, 2020). In addition to providing employees with extensive 
training and new educational opportunities, artificial intelligence also enables them to 
complete their changing job duties and develop the necessary abilities (Vrontis et al., 2021). 
Moreover, The AI-based training and development system has the potential to address a 
number of issues and enhance organizational training (Shen & Zhu, 2020). 
 
AI is capable of organizing, planning, and coordinating training sessions for every employee. 
Digital classrooms and online courses are the most popular options in that regard 
(Abdeldayem & Aldulaimi, 2020). Likewise, through online learning platforms, HR 
professionals may use new technologies in the training and development space to make their 
training programs more intelligent and effective (Tewari & Pant, 2020 ;  Islam & Tamzid, 2023; 
Haidari & Chhibber, 2022). Moreover, Organizations that want to survive in this highly 
competitive world of digitization must constantly make sure that their employees are at the 
top of their game by providing them with the newest abilities necessary to finish their work 
quickly (Islam & Tamzid, 2023).  
 
According to surveys, the average employee has less than 25 minutes per week to train and 
learn, for this reason, it is important to make the most of this time by using it to enhance 
employee skills through simple AI skills acquisition techniques (Abdeldayem & Aldulaimi, 
2020). Hence it is crucial that employees are knowledgeable about the most recent 
advancements, trends, and modifications pertaining to their jobs (Tewari & Pant, 2020). 
Additionally, an algorithm that determines a person's career route based on their education 
and training may be employed with an AI system (Islam & Tamzid, 2023). 
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AI Opportunity in Recruitment and Selection 
Artificial intelligence has been utilized in the hiring process to investigate the implications on 
productivity and has found that there are sizable advantages, as a result, a wider scope of 
artificial intelligence application is being envisaged in the future (Niehueser & Boak, 2020). 
When it comes to reducing rote and administrative work like answering common inquiries, AI 
assists recruiters (Chilunjika et al., 2022). Similarly, the primary advantages of AI are the speed 
and quality improvements it makes to the conventional hiring process by getting rid of tedious 
chores (Chilunjika et al., 2022; Aldulaimi, 2020).  
 
The adoption of jobs that will be replaced by technology by recruiters will have a significant 
impact on the deployment of AI in this field (Niehueser & Boak, 2020). Moreover, Human 
resource managers may be helped by AI technologies to find and match candidates to open 
positions (Kambur, 2022). In addition, recent and prospective breakthroughs in AI-driven 
recruitment should not be ignored or put off by managers because they have enhanced 
recruitment effectiveness beyond what is appropriate (Gupta, 2022). Furthermore, AI 
solutions provide several advantages that help firms become more successful and efficient, 
such as when hiring new employees (Kshetri, 2021). Likewise, organizations can utilize  HRM 
and artificial intelligence (AI) to speed up staff replacement, boost individual retention rates, 
and help find and choose qualified candidates (Ruel, 2021; Tewari & Pant, 2020; Islam & 
Tamzid, 2023).  
 
The HR team uses artificial intelligence (AI) in the recruitment process to assist them evaluate 
resumes, compare them to job descriptions, and find the best candidate by comparing them 
to current employees in the same role, this entirely removes bias and human meddling. As a 
result, AI facilitates a quicker hiring procedure (Soni, 2022). Therefore, AI definitely saves HR 
time and improves the quality of recruitment, it significantly reduces the time taken for 
recruitment and allows HR professionals to focus on other tasks (Islam & Tamzid, 2023). 
Moreover, AI helps organizations and recruitment agencies to operate efficiently by 
processing a large volume of  applications in a very short time, with the help of AI, 
organizations can now improve candidate engagement, adopt high-volume, high-touch 
strategies, and  build  consistent and lasting relationships with candidates, AI-powered bots 
are used to communicate with candidates, answer their queries, and keep them well 
connected and engaged throughout the  recruitment process (Tewari & Pant, 2020). 
Additionally, by using AI-powered software for the recruiting process, organizations can  
reduce recruiting costs per applicant by 71% and increase the efficiency of recruiting efforts 
by three times (Oluwatobi Opeyemi Adeyelu et al., 2024). 
 
AI Opportunity in Engagement 
Employee engagement is the enthusiasm and commitment of employees to their work and 
to using their physical, emotional, and mental capacities to do their job (Azeem et al., 2024) . 
In other words, engagement is a positive attitude that motivates employees to work hard and 
commit to achieving the company’s goals (Azeem et al., 2024). In addition, employee 
engagement is very important and has a huge impact on the success of an organization, which 
helps you achieve more business goals and develop your organization (Tewari & Pant, 2020). 
Moreover, employee engagement is influenced by various important internal variables. 
Hence,  An intelligent system can learn from previous patterns to establish a baseline of 
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engagement factors for each function and create attrition patterns based on employee 
expectations and dissatisfaction (Islam & Tamzid, 2023). 
 
Through the use of artificial intelligence-supported prediction methodologies, it is now 
simpler for enterprises to forecast the level of employee engagement. These methods and 
technologies can analyze huge quantities of data, produce significant results from them, and 
forecast employee engagement levels for the future and the present (George, Ginu, Thomas, 
Mary Rani, 2019). Furthermore, employers can analyze their employees' facial expressions on 
any given day to determine how they are feeling thanks to face recognition technology (Islam 
& Tamzid, 2023., Tewari & Pant, 2020). In addition, this contributes to the organization's 
improved understanding of employee behavior, which in turn helps workers feel valued and 
significant. Eventually, this raises employee engagement levels within the company (Tewari 
& Pant, 2020). 
 
AI have a positive impact on employee engagement through the use of various innovative 
technologies. For example, AI-enabled employees can provide instant support, facilitate 
better communication with all team members, and improve the engagement experience 
(Saaida, 2023). Hence, employee engagement consists of clear roles, learning opportunities, 
rewards and recognition, grievance management, employee health and wellness programs - 
all of which can be achieved fairly and equally with the use of AI for employee engagement 
(Azeem et al., 2024). Additionally, AI-powered systems can improve engagement and 
motivation by analyzing data about employee interests, preferences and skills, and creating a 
working system that meets individual needs (Saaida, 2023). Furthermore, AI helps analyze 
millions of data points and can predict not only current engagement but future engagement 
(George & Thomas, 2019). 
 
AI Opportunity in Performance 
The term performance is complex and can be interpreted in many different ways, making it 
difficult to give a generally valid definition. Performance in management can be measured 
using the criteria of efficiency and effectiveness, performance applies at different levels - 
personal, interpersonal, managerial, and organizational (Ostapenko et al., 2024). In addition, 
performance represents a key measure of an organization's employees and reflects both the 
results achieved and the degree to which set goals are met, in management, performance is 
closely linked to the concepts of efficiency and effectiveness  (Matos et al., 2020). Moreover, 
Performance is considered a prerequisite for the development of any enterprise in a 
competitive environment, success in this regard can only be achieved through the effective 
use and integration of modern technologies to improve results with minimal effort (Yin et al., 
2024). 
 
Performing well is just another crucial HRM procedure, artificial intelligence-powered 
systems have made this process extremely rapid and effective. For instance, these days 
scientific assessment techniques such as the 360-degree appraisal are carried out 
automatically, in order to produce performance-based outcomes, the system receives 
employee assessment criteria in addition to other pertinent data (Tewari & Pant, 2020). 
According Širůček and Galečka (2017), Performance is the extent to which a prospective 
adopter believes that an IT innovation can be useful in carrying out a certain task. Similarly, 
human resource managers set the criteria that AI is programmed to follow, subsequently, it 
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can conduct a thorough assessment of the employees' performance ratings that were 
previously measured (Kambur, 2022). 
 
The part of IT in employee performance is a critical subject within the field of data frameworks 
inquire about, particularly as regards their potential to make value. AI can also forecast an 
employee's likelihood of being performed because it is highly capable of picking up on the 
traits of productive workers in a given role. Additionally, AI obtains data from its database to 
determine whether the worker's abilities have improved (Kambur, 2022). Therefore, the 
effectiveness of an AI system depends heavily on the quality and accuracy of the data used. 
Poor quality or incomplete data can lead to inaccurate predictions and suboptimal 
performance. Ensuring high-quality data collection and management is critical to the 
successful adoption of AI ( Gu, Susie, 2024). Moreover, Personalized learning may be 
suggested by AI based on a employee skills by examining past performance patterns (Islam & 
Tamzid, 2023). Furthermore, AI-powered learning stages can utilize AI to analyze employee 
performance and upskilling specialists for future openings (Nimmagadda et al., 2024).  
  
AI Opportunity in Workforce Planning 
Change and transformation in the workplace is not a new concept, looking back at history, 
the Industrial Revolution changed workplace trends. while today, computers and relate 
technologies have become more prevalent, cloud computing and automation software have 
fundamentally changed work trends across sectors (Syahnita, 2021). Similar, the location of 
the workplace will change, this will also be a new trend, physical desk work is being 
transferred mainly to the digital space, Artificial intelligence will also remove language 
barriers (Sobowale & Togun, 2024). It will give companies the opportunity to become more 
diverse and exploratory, It has been observed that innovations in artificial intelligence will 
replace human activities with robotic technology (Sobowale & Togun, 2024) . 
 
In today's world, artificial intelligence is transforming the way businesses manage their 
workforce and create workforce plans to increase employee productivity and improve the 
level of work they do. Meanwhile, it has become essential to take into account employees' 
interests, not only in terms of their skills but also in terms of vacancies and the intake of junior 
employees, the use of new science-based technologies is crucial in today's millennial business 
world, which is experiencing a revolution in work-life balance, work content and ethics   
(Abdeldayem & Aldulaimi, 2020) . The new generation of employees is independent and 
growing, and the most effective way to communicate with them is through technology 
(Shelton, 2024). These fundamental changes in an organization's workforce require the 
adoption of digital transformation in AI to attract the right talent, serve customers, and 
remain competitive (Obinna Eziefule Augustine et al., 2022). 
 
Traditional work trends have evolved a lot, before the age of automation, there were set 
times when employees had to report to work. Employees had to travel for hours to attend 
various meetings at a particular location, but now, thanks to the use of artificial intelligence, 
many employees can work from home and attend meetings remotely without having to travel 
from one place to another, the extensive use of artificial intelligence has been witnessed 
during the pandemic in the past two years, skill shift is another trend observed in the era of 
artificial intelligence (Syahnita, 2021; Sobowale & Togun, 2024). In addition, strategic 
workforce planning acts as a guide for businesses to effectively manage their workforce, this 
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strategic approach considers the current and future needs of the organization's workforce 
and primarily aims to identify potential gaps in skills or talent that may be required in the 
future (Takatalo, 2024). 
 
AI Opportunity in Compensation 
Compensation is an essential part of human resource management and is directly related to 
the performance of employees at work. It is a process of determining the compensation of 
employees based on certain policies and standards. An effective compensation management 
system in an organization will help improve individual performance as well as team 
performance (Tewari & Pant, 2020). In addition, the compensation and benefits offered by 
the organization play a vital role in retaining employees, it is becoming increasingly difficult 
for organizations to keep up with the benefits and compensation in the face of fierce 
competition in today’s business world, HR should come up with compensation and other 
benefit structures to meet the needs of the organization, paying employees must be fair and 
competitive, as this will enable companies to attract and retain top talent, an effective 
compensation management system will help improve individual performance as well as team 
performance (Sanyaolu & Atsaboghena, 2022). 
 
Automating the compensation system makes it easier for HR professionals to handle 
comprehensive HR compensation activities, which are closely related to managing employee 
performance results. Based on the existing skill gaps in the database, the organization's 
compensation and benefits plan will be quickly identified, managers can also use AI systems 
to collect the most relevant information about employee benefits and compensation, more 
specifically, individuals and teams can benefit from an efficient compensation management 
system that calculates different salary parameters based on their performance to ensure 
greater fairness (Ahmić, 2023; Abdeldayem & Aldulaimi, 2020). In addition, it is now possible 
to prepare payroll, payroll through computers, software applications are now available to 
help  speed up the evaluation process, there are  programs in this field that calculate salaries 
and evaluate the performance of individuals, especially for large or very large organizations, 
these systems  also contribute to characterizing and maintaining fairness in the distribution 
of rewards as a system that includes a set of programs that help pension funds calculate all 
types of remuneration (Abdeldayem & Aldulaimi, 2020). 
 
Artificial intelligence techniques based on neural networks can be a useful tool for 
establishing fairness in compensation assessments, neural networks can recognize 
relationships in large data sets by mimicking the way the human brain works (Tewari & Pant, 
2020). Similarly, this technology can be used to create an intelligent support system to create 
a fair compensation evaluation system, AI can save time and help organizations keep up with 
changing market conditions and employee preferences, through big data analytics, historical 
and relevant data can be collected and used to predict future employee compensation trends  
(Ahmić, 2023). AI can be used to track changes in the job market, ensure employees are paid 
competitively, and create a system that adjusts employee compensation based on their 
performance, thereby encouraging employees to work smarter and harder, AI can help HR 
professionals create the ideal compensation package for their employees and offer fair 
compensation packages based on education, experience, skills, ensuring that businesses 
move closer to closing the pay gap (Sanyaolu & Atsaboghena, 2022). 
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AI Opportunity in Employee Retention 
Employee retention alludes to the capacity of an organization to hold its representatives over 
the long term. It is vital since tall levels of representative turnover can be exorbitant and 
troublesome to an organization, when representatives take off, their information, abilities, 
and encounter go with them, which can have a negative affect (Paigude et al., 2023).In 
addition, employee retention is the capacity of the organizations to preserve particular 
bunches of experts working for them to reach their strategic targets (Steil et al., 2020).As cited 
by Khalfan Obaid Alhosan Alshamsi et al. (2023) employee retention alludes to an 
organization's capacity to hold its skilled and experienced representatives. Additionally, 
employee retention can be recognized as the capacity to preserve the representative 
relationship with the organization in order to keep working within the organization. This will 
be related to the organization's endeavor to back, propel and energize the employees to 
remain within the organization for a longer period of time by following the number of 
specialists who are joining and clearing out the organization (Islam & Tamzid, 2023). 
Furthermore, employee retention is seen as the critical issue in organizations, especially in 
terms of monetary and non-financial, it is accepted that these workers are profitable to keep 
within the organization since they will offer assistance the organizations succeed. Moreover, 
it is encouraged for the organization to set up and execute the retention strategies in arrange 
to bolster them managing with the employee's purposeful to take off the organization 
(Khalfan Obaid Alhosan Alshamsi et al., 2023). Essentially, retention strategies can be 
influenced by several factors in the HR function such as recruitment of suitable candidates, 
employee-management relations, compensation and benefits, work culture and 
environment, career development opportunities, etc. These factors can affect employees’ 
satisfaction with the company and cause them to stay with the company for longer (Azeem 
et al., 2024). 
 
Employee retention has become increasingly important in recent years. High employee 
turnover can result in a loss of organizational knowledge and expertise, and a decline in the 
quality of the services provided (Azeem et al., 2024). Moreover, employee retention has 
implications beyond the organization itself, It can affect business performance, labor market 
stability, and even regional economic development, employee turnover can result in loss of 
specialized knowledge and skills, increased recruitment and training costs, and reduced 
productivity (Khalfan Obaid Alhosan Alshamsi et al., 2023). Therefore, employee retention 
has become a key issue for organizations, and retaining talented and experienced employees 
has become a top priority for many managers (Azeem et al., 2024). 
 
HR managers can use artificial intelligence to increase employee retention. According to a 
recent 2017 study by the Human Resources Professional Association, certain AI programs can 
analyze key indicators of employee effectiveness and improve employee retention, knowing 
this information can help HR managers implement retention initiatives before it's too late and 
reduce employee turnover as planned (Islam & Tamzid, 2023). Additionally, Human Resources 
(HR) can greatly benefit from applying machine learning and deep learning strategies, as these 
approaches have the potential to significantly improve employee retention, these techniques 
are classified as a type of artificial intelligence (AI) and allow for the analysis of large amounts 
of data and the detection of patterns within it (Paigude et al., 2023). Therefore, the use of 
artificial intelligence (AI) and machine learning in the field of human resource management 
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has been the focus of several studies, which mainly investigated the use of AI and machine 
learning in the field of talent acquisition and employee retention (Paigude et al., 2023). 
 
Artificial intelligence also helps organizations retain their employees. Through the use of AI-
based software, it becomes easier to find employees who may be considering leaving the 
organization. This is done by monitoring the browsing habits of employees on their computer 
systems. The data is studied over a month using the AI system and any signs that an employee 
is about to leave are reported to the employer so that necessary steps can be taken to prevent 
similar departures (Tewari & Pant, 2020). Similarly, the use of machine learning and deep 
learning algorithms can be a valuable tool in predicting employee retention in organizations 
(Paigude et al., 2023). Additionally, AI-based machine learning solutions can help HR 
professionals predict employee turnover rates and identify which employees are most likely 
to leave and plan incentives to motivate employees, historical data is analyzed to understand 
trends from the data, all possible reasons for employee retention are considered in this 
forecast, AI can be used to monitor employee engagement, check employee satisfaction, get 
feedback from employees and respond as quickly as possible to ensure employees are happy 
and motivated,  with a smooth onboarding process using AI chatbots, quick processing of 
employee feedback, ensuring employees learn the skills required for their roles and offering 
competitive compensation packages through data-driven solutions, employee attrition is less 
likely (Sanyaolu & Atsaboghena, 2022). 
 
Theoretical Implications 
Theoretical implications of the work show that AI can greatly boost many HR procedures. AI 
makes individualized learning experiences possible in training and development, allowing 
programs to be customized to each employee's needs. AI reduces biases in hiring and 
selection processes by automating candidate screening and enhancing decision-making 
accuracy. Predictive analytics aids businesses in understanding employee engagement and 
raising it through workplace personalization. AI brings data-driven assessment techniques to 
performance management, providing more impartial evaluations. AI helps with labor 
planning by improving talent predictions and matching organizational needs. AI systems make 
sure that remuneration is equitable by evaluating performance data to guide wage 
modifications. AI also helps with overall organizational stability by identifying at-risk 
personnel and suggesting solutions to boost retention. 
 
Managerial Implications 
The study's managerial implications show that AI has the potential to change HR procedures 
in a number of ways. Managers can use AI to tailor learning experiences in training and 
development, which will enhance employee happiness and skill acquisition. AI streamlines 
the hiring process by automating the screening of candidates, freeing up managers to 
concentrate on high-caliber candidates and hire more quickly. AI solutions provide real-time 
monitoring of employee engagement, enabling managers to increase employee happiness 
and motivation. In terms of performance management, AI offers data-driven, unbiased 
assessments that improve feedback and development procedures. AI helps with workforce 
planning by predicting talent requirements and maximizing resource allocation. By evaluating 
performance data, AI guarantees competitive and equitable salary structures for 
remuneration, hence improving staff retention. Finally, AI helps managers adopt measures to 
retain employees by identifying those who are at-risk. 
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Conclusion 
In summary, there are a lot of benefits and opportunities associated with incorporating 
artificial intelligence (AI) into human resource management (HRM). AI increases productivity 
by streamlining decision-making, automating tedious procedures, and freeing up HR staff 
members to work on more strategic duties. The report demonstrates how artificial 
intelligence (AI) may revolutionize several important HR processes, such as hiring, 
performance management, workforce planning, employee engagement, and employee 
retention. Organizations can use AI to lower expenses while improving employee satisfaction 
and retention with tailored strategies. Organizations must, however, make the appropriate 
investments in cultivating an AI-integrative workplace culture and human competency 
development in order to ensure successful adoption.HR directors must embrace AI's potential 
as it develops while being aware of its drawbacks in order to optimize its advantages for 
improving organizational performance. 
 
Limitations and Directions for Future Research 
This study contains a number of limitations, despite the fact that artificial intelligence (AI) has 
a great deal of promise to alter human resource management (HRM). First off, evaluating the 
practical applications and results of AI integration in HR practices is made more difficult by 
the research's primary foundation, which is a survey of the literature without any empirical 
data. Second, the study's broad emphasis covers a variety of HR responsibilities without going 
in-depth into any one industry or geographic area, which may have an impact on how 
applicable AI is in different situations. Furthermore, while the benefits of AI are widely 
acknowledged, its drawbacks—such as privacy issues, ethical dilemmas, and the possibility of 
job displacement—are rarely discussed. 
 
The real effect of AI on HR procedures should be assessed through empirical study in the 
future, with an emphasis on various industries, organizational sizes, and cultural contexts. 
Researchers ought to look into the ethical ramifications of AI-driven decision-making as well 
as the long-term effects of AI on productivity, employee happiness, and organizational 
performance. Future research may also examine how AI may be modified to improve diversity 
and inclusion in hiring and other HR-related tasks. Finally, a closer look at the function of 
human-AI cooperation and the best ways for businesses to get their workforce ready for AI 
integration will yield important insights for successful AI adoption in HRM. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN ECONOMICS AND MANAGEMENT SCIENCES 
Vol. 1 4 , No. 1, 2025, E-ISSN: 2226-3624 © 2025 

224 

References 
Abdeldayem, M. M., & Aldulaimi, S. H. (2020). Trends and opportunities of artificial 

intelligence in human resource management: Aspirations for public sector in Bahrain. 
International Journal of Scientific and Technology Research, 9(1), 3867–3871.  

Ahmić, A. (2023). Artificial Intelligence Practices, Opportunities and Barriers in Human 
Resource Management. Nauka i Tehnologija, 11(2), 98–107. Avalable at: 
https://doi.org/10.58952/nit20231102098 

Muthukumaran, C., & Anand, I. (2022). Artificial Intelligence and Its Impact on Human 
Resources Practices Across The Selected It and Its Companies HR Generalist In 
Bangalore. Journal of Positive School Psychology, Vol. 6 No. 4  4127-4135.  

Aydin, O., Karaarslan, E., & Narin, N. G. (2024). Artificial Intelligence, VR, AR and Metaverse 
Technologies for Human Resources Management Artificial Intelligence, VR, AR and 
Metaverse Technologies for Human Resources Management. June. Available at:  
https://doi.org/10.48550/arXiv.2406.15383 

Azeem, M. M., Febriyanto, U., Nurhadi, F. A., & Halid, H. (2024). Unlocking the Values of 
Artificial Intelligence (AI) in Human Resource Management (HRM) in Enhancing 
Employee Retention. Global Business & Management Research, 16(2). 463–477.  

Palos-Sánchez, P. R., Baena-Luna, P., Badicu, A., & Infante-Moro, J. C. (2022). Artificial 
intelligence and human resources management: A bibliometric analysis. Applied 
Artificial Intelligence, 36(1), 2145631. Avalable at: 
https://doi.org/10.1080/08839514.2022.2145631 

Baki, N. U., Rasdi, R. M., Krauss, S. E., & Khaizer, M. (2023). Employee Competencies in the Age 
of Artificial Intelligence : A Systematic Review from Southeast Asia. January. Avalable at: 
https://doi.org/10.6007/IJAREMS/v12-i1/15891 

Baki, N. U., Rasdi, R. M., Krauss, S. E., & Omar, M. K. (2023). Employee Competencies in the 
Age of Artificial Intelligence: A Systematic Review from Southeast Asia. International 
Journal of Academic Reserach in Economics and Management Sciences, 12(1). Avalable 
at: https://doi.org/10.6007/IJAREMS/v12-i1/15891 

Budhwar, P., Chowdhury, S., Wood, G., Aguinis, H., Bamber, G. J., Beltran, J. R., Boselie, P., & 
Lee, F. (2023). Human resource management in the age of generative artificial 
intelligence : Perspectives and research directions on ChatGPT. June, 606–659. Avalable 
at: https://doi.org/10.1111/1748-8583.12524 

Budhwar, P., Chowdhury, S., Wood, G., Aguinis, H., Bamber, G. J., Beltran, J. R., ... & Varma, 
A. (2023). Human resource management in the age of generative artificial intelligence: 
Perspectives and research directions on ChatGPT. Human Resource Management 
Journal, 33(3), 606-659. Avalable at: https://doi.org/10.1111/1748-8583.12524 

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, 12. Avalable 
at:  DOI: https://doi.org/10.4102/sajhrm.v20i0.1972 

Dilip, K. R., & Rohini, R. (2020). A Study on Employees Perception Towards ‘Artificial 
Intelligence in Competency Mapping and Recruitment Process of Human Resource 
Management’at Wildcraft Pvt. Ltd. International Journal of Research in Engineering, 
Science and Management, 3(2), 491-493.  

Elegunde, A. F., & OSAGIE, R. (2020). Artificial intelligence adoption and employee 
performance in the Nigerian banking industry. International Journal of Management 
and Administration, 4(8), 189-205. Avalable at: https://doi.org/10.29064/ijma.734734 

https://journalppw.com/index.php/jpsp/issue/view/31
https://doi.org/10.48550/arXiv.2406.15383
https://doi.org/10.48550/arXiv.2406.15383
https://doi.org/10.4102/sajhrm.v20i0.1972


INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN ECONOMICS AND MANAGEMENT SCIENCES 
Vol. 1 4 , No. 1, 2025, E-ISSN: 2226-3624 © 2025 

225 

Faculty, M., Africa, S., & Jaya, S. (2021). The Role Of Artificial Intelligence Recruitment And 
Quality To Explain The Phenomenon. 22(4), 867–883. Avalable 
at: https://doi.org/10.3846/jbem.2021.14606 

Kot, S., Hussain, H. I., Bilan, S., Haseeb, M., & Mihardjo, L. W. (2021). The role of artificial 
intelligence recruitment and quality to explain the phenomenon of employer 
reputation. Journal of Business Economics and Management, 22(4), 867-883. Avalable 
at: DOI: https://doi.org/10.3846/jbem.2021.14606 

Usman, M. , Fadhilah (2022). Synergy between Professional Human Resources and Artificial 
Intelligence: A review of the Consequences of Technological Innovation. International 
Journal of Innovation and Business Strategy (IJIBS), 16(1). 75-86 

George, D. G., & Thomas, D. M. R. (2019). Integration of Artificial Intelligence in Human 
Resource. International Journal of Innovative Technology and Exploring Engineering, 
9(2), 5069–5073. Avalable at: https://doi.org/10.35940/ijitee.l3364.129219 

Gu, S. (2024). Exploring the Role of AI in Business Decision-Making and Process 
Automation. International Journal of High School Research, 6(3). 

Gupta, A., & ReenaPoojara, D. (2022). Diffusion of artificial intelligence in human resource 
domain with specific reference to recruitment function: A literature review 
study. International Journal of Innovative Science and Research Technology, 7(12), 771-
778. 

Haidari, M., Chhibber, P., & Phagwara, P. (2022). Artificial intelligence and human resource 
management: a conceptual framework. Innovations in Finance, Business Processes and 
Technology during Crisis. SSRN.  

Hayat, K., & Stéphane, P. T. (2021). The Impact of Information and Communication 
Technologies on the Performance of Human Resources Management and the Mediating 
Role of The Impact of Information and Communication Technologies on the Performance 
of Human Resources Management and the Mediating. June. 

Kourda Hayat, P. T. S. (2021). The Impact of Information and Communication Technologies on 
the Performance of Human Resources Management and the Mediating Role of Artificial 
Intelligence. International Journal of Trend in Scientific Research and Development. 
5(4). 740 -754. 

Hmoud, B. (2019). Will Artificial Intelligence Take Over Humanresources Will Artificial 
Intelligence Take Over Humanresources Recruitment And Selection ?. Fundatia Română 
pentru Inteligenta Afacerii.  

Noor, N. I. A., Nassreddine, G., & Younis, J. (2023). Impact of Artificial Intelligence on 
Employee Development at Basrah University. Journal of Techniques, 5(2), 272-284. 
Avalable at: DOI: https://doi.org/10.51173/jt.v5i2.1366 

Islam, M. T., & Tamzid, M. (2023). Artificial Intelligence in Human Resource Management. 
Management Education for Achieving Sustainable Development Goals in the Context of 
Bangladesh, 61–80. Avalable at:  https://doi.org/10.57240/dujmbk04 

Jatobá, M. N., Ferreira, J. J., Fernandes, P. O., & Teixeira, J. P. (2023). Intelligent human 
resources for the adoption of artificial intelligence: a systematic literature 
review. Journal of Organizational Change Management, 36(7), pp. 1099-1124. Avalable 
at:  https://doi.org/10.1108/JOCM-03-2022-0075 

Kambur, E., & Akar, C. (2022). Human resource developments with the touch of artificial 
intelligence: a scale development study. International Journal of Manpower, 43(1), 168-
205. Avalable at:  https://doi.org/10.1108/IJM-04-2021-0216 

Kaur, M., & Gandolfi, F. (2023). Artificial Intelligence in Human Resource Management-

https://doi.org/10.3846/jbem.2021.14606
https://doi.org/10.3846/jbem.2021.14606
https://doi.org/10.1108/IJM-04-2021-0216


INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN ECONOMICS AND MANAGEMENT SCIENCES 
Vol. 1 4 , No. 1, 2025, E-ISSN: 2226-3624 © 2025 

226 

Challenges and Future Research Recommendations. Revista de Management Comparat 
International, 24(3), 382-393. Avalable at:  https://doi.org/10.24818/RMCI.2023.3.382 

Alshamsi, M. K. O. A., & Benlahcene, A. (2023). Influence Of Employee Integration, and 
Maintenance and Motivation on Employee Retention in the UAE Public Sector–
Moderation of Technology and AI Adoption. International Journal of Intellectual Human 
Resource Management (IJIHRM), 4(02), 57-66. Avalable at:  
https://doi.org/10.46988/ijihrm.04.02.2023.007 

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. Avalable at: https://doi.org/10.1108/MRR-03-2020-
0168 

Matos, F., Vairinhos, V., Salavisa, I., Maurizio, L. E., & Editors, M. (2020). Contributions to 
Management Science Knowledge, People, and Digital Transformation Approaches for a 
Sustainable Future. (p. 303). Cham: Springer. Avalable at:  
http://www.springer.com/series/1505 

Muralidhar, S., Bharadwaj, A., & Bhat, P. (2023). Coalesce of artificial intelligence and human 
resource management: a conceptual study. BOHR International Journal of Advances in 
Management Research, 2(1), 72-80. Avalable at: 
https://doi.org/10.54646/bijamr.2023.20 

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

Nimmagadda, B., Vangaveti, Y., Aaluri, S., Rao, C. M., & Singh, B. (2024). An Analytical study 
on Navigating Sustainability Challenges and Opportunities in the era of AI and the Gig 
Economy. In MATEC Web of Conferences (Vol. 392, p. 01044). EDP Sciences. Avalable at: 
https://doi.org/10.1051/matecconf/202439201044 

Obinna Eziefule Augustine, Oyinkansola Adelakun, B., Okoye, I. N., & Attieku, J. S. (2022). The 
Role of AI in Automating Routine Accounting Tasks: Efficiency Gains and Workforce 
Implications. European Journal of Accounting, Auditing and Finance Research, 10(12), 
109–134. Avalable at:   https://doi.org/10.37745/ejaafr.2013/vol10n12109134 

Okeyika, K. O., Ibeto, V. C., Okere, A. I., & Umoh, B. (2023). The application of artificial 
intelligence (AI) in human resource management: current state of AI and its impact on 
the traditional recruiting process. AKU: An African Journal of Contemporary 
Research, 4(3). Avalable at:  https://doi.org/10.13140/RG.2.2.25435.54567 

Oluwatobi Opeyemi Adeyelu, Chinonye Esther Ugochukwu, & Mutiu Alade Shonibare. (2024). 
the Impact of Artificial Intelligence on Accounting Practices: Advancements, Challenges, 
and Opportunities. International Journal of Management & Entrepreneurship Research, 
6(4), 1200–1210. Avalable at:  https://doi.org/10.51594/ijmer.v6i4.1031 

Ostapenko, L., Education, I., Polytechnic, L., Pasternak, V., Lecturer, S., Education, I., 
Kropyvnytskyi, M., Club, G., Chystokletov, L., Education, I., Polytechnic, L., Khytra, O., & 
Procedure, A. (2024). Artificial Intelligence In Labour Relations : A Threat To Human 
Rights Or New Opportunities ? 4(57), 531–545. Avalable at: 
https://doi.org/10.55643/fcaptp.4.57.2024.4421 

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(November 2022), 1–10. Avalable at: 

https://doi.org/10.1108/MRR-03-2020-0168
https://doi.org/10.1108/MRR-03-2020-0168


INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN ECONOMICS AND MANAGEMENT SCIENCES 
Vol. 1 4 , No. 1, 2025, E-ISSN: 2226-3624 © 2025 

227 

https://doi.org/10.17762/ijritcc.v11i3s.6149 
Ruel, H. (2021). Guest editorial-The future of e-HRM and artificial intelligence in the 

hospitality and tourism industry. Journal of Tourism Futures, 7(1), 2-4. Avalable at: 
https://doi.org/10.1108/JTF-03-2021-192 

Saaida, M. B. (2023). AI-Driven transformations in higher education: Opportunities and 
challenges. International Journal of Educational Research and Studies, 5(1), 29-36.  

Sakka, F., El Maknouzi, M. E. H., & Sadok, H. (2022). Human resource management in the era 
of artificial intelligence: future HR work practices, anticipated skill set, financial and legal 
implications. Academy of Strategic Management Journal, 21, 1-14.  

Samarasinghe, K. R., & Medis, A. (2020). Artificial intelligence based strategic human resource 
management (AISHRM) for industry 4.0. Global journal of management and business 
research, 20(2), 7-13. 

Sanyaolu, E., & Atsaboghena, R. (2022). Role of Artificial Intelligence in Human Resource 
Management: Overview of its benefits and challenges.  1-8. Avalable at: 
https://doi.org/10.13140/RG.2.2.22297.29283 

Shelton, P. (2024). Redefining Readiness : Higher Education ’ s Role in an AI World How Higher 
Education Can Bridge the Gap Between Human Talent and Machine Intelligence for the 
Workforce of Tomorrow. HON 499 Honors Thesis or Creative Project. 21. Avalable at: 
https://scholarworks.umf.maine.edu/honors_theses/21 

Shen, G., & Zhu, B. (2020). Artificial intelligence and human resource development. In 3rd 
International Conference on Interdisciplinary Social Sciences & Humanities (SOSHU 
2020). Vol. 10. Avalable at: https://doi.org/10.25236/soshu.2020.006 

Singh, G., Bhardwaj, G., Singh, S. V., & Kumar, V. (2020). Technology Acceptance Model to 
Assess Employee's Perception and Intention of Integration of Artificial Intelligence and 
Human Resource Management in IT Industry. Technology, 29(3), 11485-11490. 

Širůček, M., & Galečka, O. (2017). Alternative evaluation of S&P 500 index in relation to 
quantitative easing. Forum Scientiae Oeconomia, 5(1), 5–18. Avalable at:  
https://doi.org/10.23762/fso 

Sekinat Sobowale, Odunayo and Folashade Togun, Opeyemi, Can Artificial Intelligence 
Overthrow Human Resources In The Supply Chain Industry? A Qualitative Review (April 
28, 2024). Available at:  http://dx.doi.org/10.2139/ssrn.4872841 

Soni, J. (2022). a study on the impact of artificial Intelligence on Human Resource 
Management. IJRAR-International Journal of Research and Analytical Reviews 
(IJRAR), 9(2), 149-168. 

Steil, A. V., de Cuffa, D., Iwaya, G. H., & Pacheco, R. C. dos S. (2020). Perceived learning 
opportunities, behavioral intentions and employee retention in technology 
organizations. Journal of Workplace Learning, 32(2), 147–159. Avalable at:  
https://doi.org/10.1108/JWL-04-2019-0045 

RINI, Syahnita. (2021). Modul Biokimia Materi Metabolisme Lemak, Daur Asam Sitrat, 
Fosforilasi Oksidatif Dan Jalur Pentosa Fosfat (Doctoral dissertation, UIN Raden Intan 
Lampung). Avalable at:  http://repository.radenintan.ac.id/id/eprint/14892 

Takatalo, J. (2024). Strategic Workforce Planning in Real Estate Industry. International 
Business.  

Varghese, R. M. (2023). Artificial Intelligence and Human Resources–Exploring the Integration 
as Colleagues. Lampyrid: The Journal of Bioluminescent Beetle Research, 13, 480-486. 

Vrontis, D., Christofi, M., Pereira, V., Tarba, S., Trichina, E., Vrontis, D., Christofi, M., Pereira, 
V., & Tarba, S. (2021). The International Journal of Human Resource Artificial intelligence 

https://dx.doi.org/10.2139/ssrn.4872841
http://repository.radenintan.ac.id/id/eprint/14892


INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN ECONOMICS AND MANAGEMENT SCIENCES 
Vol. 1 4 , No. 1, 2025, E-ISSN: 2226-3624 © 2025 

228 

, robotics , advanced technologies and human resource management : a systematic 
review. The International Journal of Human Resource Management, 0(0), 1–30. Avalable 
at: https://doi.org/10.1080/09585192.2020.1871398 

Wijayati, D. T., Rahman, Z., Rahman, M. F. W., Arifah, I. D. C., & Kautsar, A. (2022). A study of 
artificial intelligence on employee performance and work engagement: the moderating 
role of change leadership. International Journal of Manpower, 43(2), 486-512. Avalable 
at: https://doi.org/10.1108/IJM-07-2021-0423 

Yin, L., Zestos, G. K., & Michelis, L. (2024). Economic Convergence in the European Union. 
Journal of Economic Integration, 18(1), 188–213. Avalable at: 
https://doi.org/10.11130/jei.2003.18.1.188 

Giovanni Mariani, M., Curcuruto, M., & Gaetani, I. (2013). Training opportunities, technology 
acceptance and job satisfaction: A study of Italian organizations. Journal of Workplace 
Learning, 25(7), 455-475. Avalable at:  https://doi.org/10.1108/JWL-12-2011-0071 

Kong, H., Yuan, Y., Baruch, Y., Bu, N., Jiang, X., & Wang, K. (2021). Influences of artificial 
intelligence (AI) awareness on career competency and job burnout. International 
Journal of Contemporary Hospitality Management, 33(2), 717-734. Avalable at: 
https://doi.org/10.1108/IJCHM-07-2020-0789 

Fritts, M., Cabrera, F. AI recruitment algorithms and the dehumanization problem. Ethics Inf 
Technol 23 (4), 791–801 (2021). Avalable at: https://doi.org/10.1007/s10676-021-
09615-w 

Chakraborty, S., Giri, A., Aich, A. and Biswas, S. (2020), “Evaluating influence of artificial 
intelligence on human resource management using PLS-SEM (Partial least squares-
structural equation modeling)”, International Journal of Scientific and Technology 
Research, Vol. 9 No. 3, pp. 5876-5880. 

 

https://doi.org/10.1108/JWL-12-2011-0071
https://doi.org/10.1108/IJCHM-07-2020-0789

