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Abstract 
The challenges that businesses encounter when integrating artificial intelligence (AI) into 
human resource management (HRM) are examined in this study. It seeks to offer a thorough 
examination of the labor, technology, ethical, financial, and privacy issues related to the use 
of AI in HR roles. The literature on AI in HRM that is currently available is analyzed using a 
qualitative research approach. The paper summarizes earlier studies to pinpoint major 
obstacles and offers perceptions of the consequences of incorporating AI into conventional 
HR procedures. The study points out several difficulties, such as skill shortages, ethical 
conundrums, labor reluctance to AI, and data protection issues. It also draws attention to 
technical issues such as the opaque nature of artificial intelligence and differences in regional 
access to technology. Notwithstanding these challenges, AI has the potential to enhance 
productivity and HRM decision-making; nonetheless, these advantages necessitate cautious 
handling and ethical deliberations. By funding staff training and promoting an open, moral 
approach to AI use in HR, organizations can address the unfavourable attitudes and worries 
around the technology. The technological advantages of AI must be balanced by HR experts 
with a human-cantered approach to personnel management and data protection. This study 
offers helpful insights into handling the issues brought by AI and presents an integrated 
assessment of existing information on AI deployment in HRM. By providing useful tactics for 
adopting AI and outlining potential routes for further research, it adds to the larger 
conversation on AI and HRM. 
Keywords: Artificial Intelligence, Workforce Challenge, Technological Challenges, Ethical 
Challenges, Financial Challenge, Security and Privacy Challenge 
 
Introduction 
The deep integration of artificial intelligence and talent management has become an 
inevitable development trend. The traditional human resource management model is no 
longer applicable. The talent management model is gradually becoming more strategic, 
intelligent, and digitalized. Enterprises will eliminate many traditional HR professionals. 
Therefore, the combination of artificial intelligence and talent management is a general trend 
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that enterprises and HR managers need to understand clearly (Qiu & Zhao, 2020).  In addition, 
While smart technology has revolutionized the traditional HR function and enhanced people 
management, it also faces major challenges such as  job obsolescence (Vrontis et al., 2022). 
Moreover, while it is clear that AI will benefit the field of HRM in the future, HR professionals 
need to be aware of the potential issues, a major challenge in integrating AI into the HR 
function is the employee mindset, the ubiquitous nature of AI that can track various aspects 
of employee behavior is increasingly raising concerns among people, Hence, concerns 
regarding misuse of AI and unethical and inappropriate use of shared data need to be properly 
addressed and all stakeholders need to be aware of the possible impacts before using the 
technology for any purpose, which will make the transition easier (Sanyaolu & Atsaboghena, 
2022). 
 

AI technology has reduced the number of employees in positions, but at the same 
time, the demand for the quantity and quality of AI experts is also increasing. At present, 
there is a clear shortage of professional talents in the field of AI, especially experienced talents 
who master the core technology of AI. Therefore, it is a challenge for human resources (Qiu 
& Zhao, 2020). Indeed, the application of AI machine learning and deep learning in HRM raises 
questions of data protection and provides an opportunity for meaningful discussions on 
ethical challenges (Vrontis et al., 2022). For example, HR researchers could benefit from 
collaborating with IM researchers and computer scientists to analyze the ethical challenges 
of AI technologies in decision-making processes and the factors that influence the acceptance 
of these technologies among human employees (Kong, 2021).  

 
AI does not have emotional and psychological characteristics, so it is currently not 

possible for it to monitor human emotions and understand how emotions affect human 
behavior, passions, and ambitions. AI lacks the human touch and cannot identify what 
qualities a new employee may or may not have. AI does not understand team dynamics and 
how different personalities work together. Technology cannot replace the ability of HR 
managers to understand people personally.AI can be integrated into business solutions, but 
it cannot handle some personal tasks like a manager can (Sanyaolu & Atsaboghena, 2022). 
Furthermore, As technology negates HR’s authority and role in decision-making within the 
company, it is likely to limit HR’s decision-making capabilities in everyday life (Vrontis et al., 
2022). Moreover, AI will not understand the company as the HR professional would AI 
technology may lack the understanding that HR professionals possess. It may not spot 
important connections in an applicant's past work showing that the applicant can be of great 
value to the organization (Kong.,2021). The current research helps to shed light on the various 
challenges facing the application of artificial intelligence in human resource management. 

 
The challenges associated with implementing artificial intelligence (AI) in human 

resource management (HRM) are increasingly significant as organizations strive to adopt 
innovative technologies to improve efficiency and decision-making processes. This study is 
vital as it provides a comprehensive understanding of the labor, technological, ethical, 
financial, and privacy obstacles associated with AI integration in HRM. These challenges are 
not only critical for HR practitioners but also for organizational leaders aiming to align 
technology with human-centered approaches. AI has the potential to revolutionize HRM by 
enhancing operational efficiencies, reducing human biases, and improving talent 
management strategies (Vrontis et al., 2022). However, issues such as data privacy concerns, 
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ethical implications, and workforce skill gaps must be carefully managed to maximize these 
benefits (Sanyaolu & Atsaboghena, 2022). Addressing these challenges ensures that the 
adoption of AI technologies is sustainable and beneficial, providing actionable insights for 
academics and practitioners alike. This research highlights the balance needed between 
technological advancement and ethical, human-focused HR practices, making it a valuable 
contribution to both theory and practice. 
 
Research Questions 
The main research question revolves around revealing the challenges of the Implementation 
of artificial intelligence in human resource management. Which can be divided into the 
following sub-questions: 
1. What are the workforce challenges of Implementation of artificial intelligence in human 

resource management? 
2. What are the Technological challenges of Implementation of artificial intelligence in 

human resource management? 
3. What are the Ethical challenges of Implementation of artificial intelligence in human 

resource management? 
4. What are the financial challenges of Implementation of artificial intelligence in human 

resource management? 
5. What are the Security and Privacy challenges of the Implementation of artificial 

intelligence in human resource management? 
 
Research Methodology 
The research methodology used was qualitative. The study is predicated on a content analysis 
of earlier research on the application of AI to human resource management. The researcher 
hopes to provide a detailed study of the several obstacles related to the adoption of AI, such 
as workforce, technological, ethical, financial, security, and privacy issues, by undertaking a 
thorough literature review. Through a thorough examination of the available sources, this 
methodology is well-suited for getting a comprehensive grasp of complex and linked 
situations. It also aids in the creation of models and theoretical understandings that address 
the effects of AI in the HR sector.  
 
Research Contributes 
The challenges of incorporating artificial intelligence (AI) into human resource management 
(HRM) are thoroughly examined in this article. With regard to workforce, technology, ethical, 
financial, and privacy issues, the study provides a thorough grasp of the obstacles to AI 
adoption in HR. The paper makes a substantial contribution by synthesizing the material 
already in existence and emphasizing how urgently HR professionals must learn new skills, 
adjust to rapidly changing technologies, and deal with the ethical implications of artificial 
intelligence. It also offers insightful information about how AI-driven automation can change 
conventional HR roles, sparking greater debate about how to balance advancing technology 
with preserving human-centered methods in businesses. This study lays the groundwork for 
further research into maximizing the usage of AI while reducing its negative consequences on 
employment. 
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Literature Review 
Academics and human resource managers are becoming more interested in artificial 
intelligence in the context of human resource management and its applications.  Artificial 
intelligence in human resource management is a new technology that faces many challenges, 
including issues with data security and privacy as well as other economic factors (such as 
technology cost and implementation cost), which require in-depth research to determine the 
subject's future technology (Tuffaha, 2021). Moreover, in order to help employees compete 
in the future workplace and deal with the negative impacts of increasing connectivity and 
uncertain working conditions on employee well-being, HR professionals will face a number of 
challenges (Gupta, 2022). In addition, Human resource management (HRM) departments in 
contemporary businesses must address employees' worries about utilizing AI, particularly 
those pertaining to possible job loss and the difficult dynamics of establishing trust between 
human employees and AI-enabled robots as team members (Gupta, 2022).  
 

AI solutions have the ability to offer much-needed assistance in a number of talent 
acquisition-related aspects (Varghese, 2023). It takes more than a simple plug-and-play 
technique to incorporate AI into talent management practices. Organizations must carefully 
assess the serious risks and challenges that exist. They must specifically address problems 
with the lack of confidence in AI decision-making, potential biases, ethical dilemmas, and legal 
hazards. The enormous volume of data utilized for AI presents another significant challenge. 
This needs to be kept secret and confidential because it contains sensitive employee personal 
data. Other difficulties include prejudices, ethical concerns, and copyright violations 
(Varghese, 2023). Both internal and external challenges will confront organizations. Fear of 
losing one's work poses the biggest challenge to AI adaptation. It is obvious that AI causes a 
significant shift from physical to technical effort, which is why it has a bad reputation for 
replacing human labor, most individuals think AI can completely replace human involvement 
in most situations (Hossin et al., 2021). 

 
Various opinions can be held on AI use. On the one hand, the future of organizations 

appears to be quite bright with this group of novel techniques and technology. On the other 
hand, there are still significant problems with its practical uses (Wamba et al., 2020). In the 
current research, the challenges of artificial intelligence applications in the field of human 
resource management will be discussed, such as workforce challenges, technological 
challenges, ethical challenges, financial challenges, and security and privacy challenges. 
 
Workforce Challenges 
The use of artificial intelligence will replace many employees and flatten organizational 
structures. The use of artificial intelligence will reduce the number of workers, for example, 
the use of robots as replacements for employees will fluctuate depending on the rapid 
advancement of new technologies such as artificial intelligence (Qiu & Zhao, 2020). In 
addition, AI imposes new demands on the skill structure of employees such as training and 
qualification to deal with and use modern technology. Thus, AI is characterized by collecting, 
recording, querying, and processing information (Badicu, 2022). Similarly, Another major 
concern for recruiters is finding candidates who are well-versed in the latest technology-
based software and systems, the adoption of AI in enterprises has increased the demand for 
qualified candidates in the market as most employees are finding it difficult to adapt  and gain 
experience with new AI technologies and tools (Tewari & Pant, 2020).Ultimately, all kinds of 



INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN BUSINESS AND SOCIAL SCIENCES 
Vol. 1 5 , No. 4, 2025, E-ISSN: 2222-6990 © 2025 

5 

human jobs may be replaced by AI, AI is already replacing task-level jobs  and even has the 
potential to perform more intuitive and empathetic tasks, This offers opportunities for  
successful  innovative integration between machines and humans, but also poses potential 
threats to human jobs (Tewari & Pant, 2020). 
 

One of the biggest challenges employees face when implementing AI in HR is the mindset 
of the employees. There has been a slow but steady rise in positive attitudes among HR 
professionals towards the concept of integrating AI with HR, however, the main reason for 
the slow adoption of this technology is the lack of knowledge and understanding of the 
technology itself by HR professionals (Premant & Arun, 2020). Similar, the negative thinking 
is also fueled by the common belief that AI will replace talent in companies. To achieve higher 
performance and results, it is important to understand that the two are in fact connected 
(Širůček & Galečka, 2021). In addition, Eliminating human error and bias, improving customer 
satisfaction and retention, and improving competitiveness are among the key HR challenges 
where AI can bring about improvements (Badicu, 2022; Širůček & Galečka, 2021).  Finding 
applicants that are familiar with the most recent technology-based tools and systems will be 
another important challenge for HR managers. Since most employees find it challenging to 
adapt to new AI technologies and tools and build knowledge on them, the market is seeing a 
surge in demand for skilled individuals (Tewari & Pant, 2020). 

 
The challenges of artificial intelligence are similar to those of any technical progress, these 

issues can be addressed from a variety of perspectives, such as the perspective of the human 
resource employee. According to Kong (2021), the use of artificial intelligence may be a factor 
in burnout because some employee worry that their jobs may be unclear because computers 
could replace them, posing an anxiety and job insecurity risk. Similar, Potential job losses in 
some occupations are also important in addressing these challenges for workers (Badicu, 
2022). Additionally, it was also cited by Fritts and Cabrera (2021) the dehumanization of 
interpersonal interactions occurs as a result of the usage of chatbots in several human 
resource management operations. Moreover, The integration of automation in certain 
sectors has raised concerns about possible job losses, especially for low-skilled workers, A 
study by Autor et al.(2017) shows that automation technologies can replace human labor in 
routine and repetitive tasks, which could lead to job losses in certain industries, furthermore, 
the impact of job losses is often disproportionately felt by low-skilled workers, who may have 
difficulty finding alternative employment opportunities (Nimmagadda et al., 2024). 

 
Confirmed that the availability of the skills necessary to keep up with rapid technological 

advancement is the biggest concern facing the future workforce. The workforce's ability to 
support new technology must be ensured, the difference between industrialized and poor 
nations has dramatically expanded as a result of the digital divide, more serious, not only due 
to some decisions made regarding the price of those technologies, but also due to the nature 
of high-level technical and professional skills required to develop, operate, and maintain 
digital infrastructure, the requirement to master fundamental skills, and the mastery of 
information (Matos et al., 2020; Aldulaimi, 2020).  Since AI is still a relatively new component 
of HRM, several managers are still unsure of how it works (Annual & Conference, 2020). The 
ability to dream, think, feel emotions, and have one's own goals will be made possible by AI, 
which will closely resemble human cognition (Christian, 2022).  There are several different 
hurdles involved in effectively applying AI to human resource issues, even in accounting for it 
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(Christian, 2022).  Language prejudices and machine knowledge of culture are also difficulties 
for AI  (Christian, 2022). The development of AI and robots will provide chances for employee 
bases to become more innovative, and collaborative, and the catalysts for more co-creating 
and focusing on solving more difficult problems  (Christian, 2022).  
 
Technological Challenges 
Future work processes are anticipated to be significantly impacted by current and rapid 
technological advancements. Making technology useful to employees in the workplace is a 
challenge, they should be able to use new technology to simplify and streamline their 
workdays and eliminate some of the duties they currently have to consider (Niehueser & 
Boak, 2020). Furthermore, according to (Hossin et al., 2021) , When adopting new technology, 
organizations need to create tailored training plans that take age, gender, education levels, 
and "technology" levels into account (Niehueser & Boak, 2020). Moreover, it is important to 
note that "technological stress" results from excessive and ongoing use of any kind of 
technology (Badicu, 2022). Furthermore, "Technophobia" - a widespread fear of interacting 
with computers or other cutting-edge technology - is one example of the psychological and 
emotional factors connected to technological development (Niehueser & Boak, 2020).   
 

Using AI in HR comes with its own set of technology challenges, and research shows there 
have always been concerns about the impact of automation on technology adoption  in the 
workplace (Vrontis et al., 2022). In addition, despite the proliferation of new technologies in 
the HR field, practitioners are reluctant to adopt them, the field is still in its infancy and lacks 
a theoretical foundation or a clearly defined paradigm. (Niehueser & Boak, 2020). Moreover, 
every revolutionary new technology changes market needs in certain areas, companies need 
to support their employees' transition to AI technology by helping them recognize and 
address their fears and resistance companies need to be transparent about which tasks will 
be impacted by AI, which parts of the job will be eliminated, and which parts will be upgraded 
(Kaur & Gandolfi, 2023).  

 
One of the biggest challenges in this field is the “technology gap”. As technology in general 

and AI divide the world, it creates greater technological inequality because not all countries 
are able to deploy and maintain the technological infrastructure (Badicu, 2022). Moreover, 
The requirement for transparency and explainable algorithms is another barrier to adopting 
AI in HR, many artificial intelligence (AI) systems are referred to as "black boxes" because it is 
difficult or impossible to understand how they work to arrive at a particular function, such as 
a decision or a prediction, this lack of transparency can be problematic in HR, where decisions 
about hiring, promotions, and other important matters can have significant impacts on 
employees (Paigude et al., 2023). In addition, it is important to promote and enhance learning 
flexibility to cope with the constant redesign of work, in fact, with AI technology, the content 
of work is constantly changing, the experience value is declining, and the future is becoming 
more and more uncertain, work must be continuously adapted to keep up with the constant 
changes and developments of technology (Nimmagadda et al., 2024). 
 
Ethical Challenges 
The elements that influence decision-making processes and the ethical challenges of AI 
technology. The establishment of a conflict resolution model based on efficiency, equity, and 
voice could lessen the conflicts and ethical challenges that could come from the privacy 
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interests of employees and employers functioning at a regional and international level 
(Vrontis et al., 2021). Moreover, regulations that protect the rights of current or potential 
employees to have their data protected are becoming more and more necessary (Vrontis et 
al., 2021). One of the most difficult challenges for HRM (including robots) is performance 
evaluation in teams that include both humans and AI (Gupta, 2022). In addition, concerns 
regarding misuse of AI, unethical and inappropriate use of shared data, and lack of trust in AI-
based decision-making need to be addressed through the development of  legal frameworks 
(Tewari & Pant, 2020).   
 

The ethical aspects of AI use are also a challenge for corporate HR departments, 
employees are generally skeptical of AI because it is so widespread and can track and monitor 
various aspects of employee behavior. Therefore, employees and HR departments need to be 
trained to understand the various ethical issues associated with the collection and use of 
employee data for corporate purposes (Premant & Arun, 2020). Moreover, AI technology 
"learns" from algorithms, processes high-quality data, and delivers unbiased analysis. 
Therefore, HR managers and employees need to be ethically responsible: programming errors 
can lead to data being misinterpreted, wrong criteria being used to classify applicants, and 
not the right or diverse candidates being shortlisted (Sanyaolu & Atsaboghena, 2022). In 
addition, Data availability and database compatibility are also challenges when using AI in 
HRM. The size of the company plays a role in determining what data is available for prediction. 
Most HR companies are small, with only a few hundred to a few thousand employees, so 
there is very little observable data. There are few observations of some events in the 
organization (Sanyaolu & Atsaboghena, 2022) . 

 
Many ethical concerns surrounding the use of artificial intelligence are highlighted by 

instances of discrimination and bias in many intelligent systems. While most companies strive 
for automation with the best of intentions, incorporating AI into the hiring process can have  
unintended consequences (Kaur & Gandolfi, 2023). In addition, AI technology, if designed 
carefully and used responsibly, can help reduce bias. Building fairness into AI systems and 
ensuring full transparency in our use of AI can help us stay on the positive side of the 
technology spectrum and distinguish the good from the bad (Kaur & Gandolfi, 2023) . Similar,  
Ethical concerns have been raised around privacy and fairness as AI algorithms may 
unintentionally reinforce biases, and therefore organizations need to implement robust 
mechanisms to mitigate these negative effects, such as ensuring transparency and 
accountability in AI-driven HRD tools (Ekuma, 2024; Paigude et al., 2023). Moreover, Ethical 
debates around AI technology revolve around different topics. One aspect of this that makes 
up a significant portion of opinions on artificial intelligence revolves around job losses (Kaur 
& Gandolfi, 2023). As cited by  (Mittal, 2020), the challenge that arises with artificial 
intelligence in the context of human resource management is that it cannot be used for 
decision-making in the ethical and social domains. Additionally, Addressing the ethical, legal 
and societal challenges posed by AI and automation is imperative, companies should take the 
lead and develop robust policies and best practices for the responsible use of these 
technologies, this will require active stakeholder engagement to promote transparency, 
fairness and ethical accountability in HRD processes (Ekuma, 2024). 
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Financial Challenge 
Dealing with the financial implications of implementing new AI technology at work is another 
important challenge facing organizations (Tewari & Pant, 2020). Moreover, The use of 
artificial intelligence can impact financial business decisions, therefore, a sound strategy is 
needed to address issues related to the transition to AI  (Christian, 2022). Another major 
challenge for businesses is managing the financial impact of introducing new AI technologies 
into the workplace. With AI, the need for highly qualified personnel to manage and acquire 
the skills required to keep up with increasing technological developments is a reality. Even 
though the cost of implementation is high, it can reduce the cost of the process of applying it 
(Badicu, 2022). Additionally, inaccurate or incomplete data can impact the effectiveness of AI 
algorithms and lead to erroneous conclusions or decisions, furthermore, challenges can arise 
from data entry errors, inconsistencies between different data sources, or costs due to out-
of-date information  (Oluwatobi Opeyemi Adeyelu et al., 2024). 
 
Security and Privacy Challenge 
Security and privacy practices are practical measures implemented to mitigate threats and 
protect information, computers, and user privacy. These include data minimization measures, 
encryption in a non-vulnerable manner, network isolation, intrusion identification and 
prevention, authentication, anonymization and pseudonymization of identities, encryption, 
and updating and changing security procedures (Dasi et al., 2024). Additionally, Handling 
employee data responsibly and complying with data protection laws such as the General Data 
Protection Regulation (GDPR) are key skills for HR managers, the increasing use of AI in HR 
management often involves the collection and processing of large amounts of personal data, 
making privacy and data protection a top concern (Kumar & Yanamala, 2023). Moreover, AI 
depends on huge sums of information to create choices, which can raise concerns about the 
security and security of representative information (Antunes et al., 2024).  
 

When using technology in the HR department, organizations must consider data 
security and privacy concerns. Data protection, security, and data protection concerns must 
be considered, as these concerns may impact the flow of critical business operations that 
impact the organization, for instance, Data protection in HR is a core aspect of using AI in HR, 
awareness and care for protecting employee data is important, and organizations should 
establish governance policies, such policies should cover technical processes, data inputs, and 
related legal and ethical issues (Kaur & Gandolfi, 2023). Moreover, the presence of bias due 
to the use of small, unrepresentative data sets and increased exposure to organizations, leads 
to an increased risk of data security breaches (Badicu, 2022). In addition, Concern over 
security and privacy is the main challenge to deploying AI at work (Rahmani & Kamberaj, 
2021).  

 
While AI and automation hold great promise for improving workforce development, they 

also present significant challenges that deserve attention -- from job losses to growing 
tensions around privacy and fairness (Ekuma, 2024). In addition, Organizations must execute 
strict security measures, and encryption conventions, and get controls to ensure information 
from unauthorized get to, breaches, or cyber dangers. Finding the adjustment between 
information availability for AI applications and keeping up solid security measures is a 
progressing challenge (Oluwatobi Opeyemi Adeyelu et al., 2024) . Moreover, Despite the 
widespread use of AI technologies, there is concern that they remain vulnerable to adversarial 



INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN BUSINESS AND SOCIAL SCIENCES 
Vol. 1 5 , No. 4, 2025, E-ISSN: 2222-6990 © 2025 

9 

attacks, adversarial attacks against Machine Learning and Deep Learning models can take the 
form of manipulating input data to confuse the model and cause it to misclassify (Al-
Khassawneh, 2023). Additionally, this means that while the types of attacks against AI systems 
are similar, the exploitation techniques vary depending on the exact algorithm used (Al-
Khassawneh, 2023). 
 
Theoretical Implications 
The theoretical implications discuss how conventional HRM theories are challenged and 
expanded upon by the incorporation of artificial intelligence (AI) in HRM. The study shed light 
on how AI-driven automation alters ideas about employee relations, human resource 
management, and decision-making procedures, for instance. This could lead to the need for 
new models that take into consideration the interactions between technology and human 
resource activities. The study may also provide theoretical advances in our knowledge of the 
privacy and ethical issues associated with AI, by putting forth frameworks that take these 
aspects into account when designing HR procedures. In summary, this part demonstrates how 
the research bridges the theoretical gaps between AI technologies and HR management, 
broadening the field's theoretical landscape and providing a foundation for future research 
and theory development in this developing area.  
 
Managerial Implications 
The study focuses on how managerial practices, particularly those related to decision-making, 
workforce planning, and employee development, are affected by the incorporation of 
artificial intelligence (AI) into human resource management (HRM). In addition to creating a 
culture of flexibility and ongoing learning, managers need to handle the issues raised by AI, 
such as employee resistance, skill shortages, and ethical quandaries. HR professionals should, 
according to the report, fund training initiatives to improve workers' proficiency with AI 
technology, guarantee openness in AI-driven decision-making, and protect the privacy of 
personal information. Furthermore, managers should strike a balance between the 
effectiveness of AI and the need to continue using a human-centered approach to talent 
management, since relying too much on AI could compromise the emotional and personal 
components of managing employees. The significance of proactive actions and strategic 
planning for the effective integration of AI in HRM is emphasized in this section. 
 
Limitations and Directions for Future Research 
A research paper's Limitations and Directions for Future Research section outlines the 
limitations or flaws of the current study and makes recommendations for areas where more 
research could build on the conclusions. In this instance, some of the limitations could be the 
dependence on qualitative data, which might not adequately convey the scope of AI's 
influence on various industries, or the concentration on particular facets of AI in HRM without 
considering other relevant factors, such as cultural disparities or industry-specific difficulties. 
Furthermore, the research may be constrained by the accessibility of current data or the quick 
development of AI technologies, which may eventually render some conclusions less relevant.  
 

The research article makes several recommendations for future studies, including looking 
into more empirical studies that quantify the effects of AI on HR practices in a variety of 
industries using quantitative approaches. It might also suggest comparing firms that 
effectively integrate AI with those that encounter difficulties, or looking into the long-term 
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consequences of AI integration on corporate culture and employee well-being. The study may 
suggest more research be done on the social, legal, and ethical ramifications of AI in HRM, 
especially with regard to privacy and data security. The overall goal of this section is to 
stimulate further research and give academics a guide for filling in the gaps in the body of 
current literature. 
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