
International Journal of Science and Research (IJSR) 
ISSN: 2319-7064 

SJIF (2022): 7.942 

Volume 13 Issue 2, February 2024 
Fully Refereed | Open Access | Double Blind Peer Reviewed Journal 

www.ijsr.net 

Revolutionizing Human Resource Management 

through Artificial Intelligence 
 

P. Deepa 
 

Research Scholar, SRMIST, College of Management, Ramapuram, Chennai 89, India 

Email: dp5592[at]srmist.edu.in 

+91 9952999216 

 

 

Abstract: In recent years, Artificial Intelligence (AI) has emerged as a transformative force across various industries, and Human 

Resources Management (HRM) is no exception. AI is reshaping the way organizations attract, manage, and develop their workforce. 

From recruitment to employee engagement, AI is revolutionizing HRM practices, enhancing efficiency, and contributing to more 

strategic decision-making.While AI brings numerous benefits to HRM, it's crucial to address ethical considerations, data privacy, and 

ensure that AI applications are aligned with organizational values and objectives. Additionally, human oversight remains essential to 

interpret results, manage biases, and make ethical decisions in HR processes. 
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1. Introduction 
 

The application of machine learning (ML), natural language 

processing (NLP), and other AI technologies to human 

resources duties and decision-making is known as AI use in 

HR. It makes possible a data-driven strategy for hiring, 

promoting, and retaining people that aims to reduce bias and 

improve the experiences of both job searchers and workers. 

AI solutions may help HR directors with a variety of tasks, 

such as the following:  

 Management of employee data;  

 Recruiting and recruitment procedures;  

 Payroll processing; 

 Performance management and evaluations 

 Administrating benefits  

 Welcoming new workers 

 Support or service desks for HR 

 

Artificial intelligence has the potential to be used by 

businesses in HR operations and processes to help with 

decision-making, facilitate employee interaction with HR, 

free up time for better hiring decisions, and invest in 

employee satisfaction and retention. 

 

Professional education and growth: In five years, where do 

employees envision themselves? AI may be able to help 

with career mobility recommendations for individualized 

training programs. AI might customize training for 

employees based on their individual goals by evaluating 

individual employee data, including talents and preferences.  

 AI may also be able to assist HR managers in finding 

underutilized talent or workers who are ready for 

advancement. 

 Hiring and finding candidates: A common gripe 

regarding the hiring process is its slowness. AI can 

quicken the pace by enabling managers to automatically 

screen and evaluate each candidate, as well as by 

notifying them when a candidate applies for a position 

that is open. 

 Short-term labor acquisition: Artificial Intelligence in 

HR can assist businesses in promptly filling unfilled 

roles, especially temporary and short-term ones. 

Artificial intelligence (AI) technologies for HR may 

automate manual procurement operations by leveraging 

natural language processing (NLP) capabilities. This 

frees up HR staff' valuable time to plan strategic 

initiatives and attend to client demands.  

 Managers can locate potential contractors and schedule 

interviews with hiring managers by using AI 

technologies to gather needs from stakeholders and then 

working within a vendor management system (VMS) 

system to open a request with suppliers. 

 Onboarding: Artificial intelligence has the potential to 

streamline and enhance the information collection 

process.AI-powered chatbots can streamline time-

consuming procedures and improve the onboarding 

experience for new hires by answering queries, supplying 

information, and reminding new hires about important 

papers. 

 Automating HR services: Meeting employee demands is 

essential to raising productivity and engagement. 

However, employees may become frustrated and waste 

time trying to find solutions while negotiating 

complicated business policies, HR, and IT support 

procedures.AI-powered HR chatbots can empower staff 

members by providing them with quick responses and 

self-service assistance. 

 

Artificial Intelligence (AI) plays a significant role in Human 

Resource Management (HRM) by enhancing various aspects 

of HR processes. Here are some key areas where AI is 

making an impact in HRM: 

 

Recruitment and Talent Acquisition: 

 Resume Screening: AI algorithms can quickly analyze 

and screen resumes, saving time for HR professionals by 

highlighting the most suitable candidates. 

 Candidate Matching: AI helps match candidates with job 

requirements based on skills, experience, and other 

relevant criteria. 
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Chatbots for Candidate Interaction: 

 Automated Interviews: Chatbots and virtual assistants 

can conduct initial interviews, asking predefined questions 

and assessing candidates' responses. 

 Answering Queries: AI-powered chatbots can handle 

routine queries from job applicants, providing quick 

responses and enhancing the overall candidate experience. 

 

Employee Onboarding: 

 Automation of Onboarding Processes: AI can 

streamline the onboarding process by automating 

paperwork, training modules, and administrative tasks, 

allowing HR teams to focus on more strategic aspects. 

 

Employee Engagement and Retention: 

 Predictive Analytics: AI can analyze employee data to 

identify patterns and predict potential attrition risks. This 

enables proactive measures to be taken to improve 

retention. 

 Employee Feedback and Surveys: AI tools can analyze 

feedback from employees, providing insights into 

workplace satisfaction and helping HR teams make data-

driven decisions. 

 

Learning and Development: 

 Personalized Training: AI can recommend personalized 

training programs based on employees' skills, 

performance, and career goals, fostering continuous 

learning. 

 Adaptive Learning Platforms: AI-driven platforms can 

adapt content and delivery methods to suit individual 

learning styles, enhancing the effectiveness of training 

programs. 

 

Performance Management: 

 Data-driven Performance Reviews: AI can assist in 

performance evaluations by providing a comprehensive 

analysis of an employee's performance based on various 

data points. 

 Objective Metrics: AI can help establish objective 

performance metrics, reducing biases in performance 

assessments. 

 

HR Analytics: 

 Data Analysis: AI tools can analyze vast amounts of HR 

data to extract valuable insights, helping HR 

professionals make informed decisions on workforce 

planning, diversity and inclusion, and other strategic 

initiatives. 

 

Workforce Planning: 

 Skill Gap Analysis: AI can assist in identifying skill 

gaps within the organization, enabling HR to develop 

targeted training programs and recruit for specific skill 

sets. 

 Succession Planning: AI can help identify potential 

leaders within the organization, aiding in succession 

planning and talent development. 

 

 

 

2. Discrepancies between AI based HM and 

traditional HRM processes 
 

AI-based Human Resource Management (HRM) processes 

differ from traditional HRM processes in several ways, as AI 

introduces automation, data analytics, and advanced 

technologies to streamline and enhance various HR 

functions. Here are some key differences: 

1) Automation of Routine Tasks: 

Traditional HRM: Manual handling of routine tasks 

such as resume screening, data entry, and paperwork. 

AI HRM: Automation of repetitive tasks using AI 

algorithms and robotic process automation (RPA), 

freeing up HR professionals to focus on strategic and 

value-added activities. 

 

2) Recruitment and Talent Acquisition: 
Traditional HRM: Relies heavily on manual processes 

for resume screening, candidate matching, and initial 

interviews. 

AI HRM: Utilizes AI algorithms to quickly and 

objectively screen resumes, match candidates to job 

requirements, and even conduct automated initial 

interviews through chat bots. 

 

3) Employee On boarding: 
Traditional HRM: Involves a manual and time-

consuming on-boarding process, including paperwork, 

orientation sessions, and administrative tasks. 

AI HRM: Automates on-boarding processes, including 

paperwork, training modules, and other administrative 

tasks, leading to a more efficient and streamlined 

experience for new hires. 

 

4) Employee Engagement and Retention: 

Traditional HRM: Relies on periodic surveys and 

manual analysis for employee feedback and engagement 

assessment. 

AI HRM: Utilizes predictive analytic to identify 

patterns and potential attrition risks, providing insights 

for proactive measures. AI can also analyze continuous 

feedback from employees, helping HR teams address 

issues in real-time. 

 

5) Learning and Development: 
Traditional HRM:Manual identification of training 

needs, delivery of generic training programs, and 

limited personalization. 

AI HRM: Provides personalized training 

recommendations based on individual employee 

profiles, skills, and career goals. AI-driven adaptive 

learning platforms can tailor content and delivery 

methods to suit individual learning styles. 

 

6) Performance Management: 

Traditional HRM: Relies on manual performance 

evaluations, often subjective and time-consuming. 

AI HRM: Uses data-driven analytics to assess employee 

performance objectively, providing a more 

comprehensive analysis based on various data points. 

This can help in reducing biases and improving the 

accuracy of performance assessments. 
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7) HR Analytics: 

Traditional HRM: Limited use of data analysis for 

decision-making, often relying on historical data 

without advanced analytics. 

AI HRM: Leverages advanced analytics and machine 

learning algorithms to analyze vast amounts of HR data, 

providing actionable insights for strategic decision-

making in areas such as workforce planning, talent 

management, and diversity and inclusion. 

 

8) Workforce Planning: 

Traditional HRM: Relies on manual processes for 

identifying skill gaps and succession planning. 

AI HRM: Utilizes AI for skill gap analysis, predictive 

modeling, and identifying potential leaders within the 

organization, facilitating more effective workforce 

planning. 

 

While AI HRM offers numerous advantages, it's important 

to note that a successful HRM strategy often involves a 

combination of AI and human expertise. Human oversight is 

essential to interpret AI results, manage ethical 

considerations, and ensure that technology aligns with 

organizational goals and values.Benefits of AI in HR 

 

2.1 Applications of AI in HRM 

 

Companies might also experience more advanced 

advantages if they start utilizing AI in HR to accomplish 

more strategic objectives. Here are a few instances: 

1) Enhanced assistance for staff:According to a global 

McKinsey Health Institute poll, one in four workers 

reported having burnout symptoms in 2022. Employers 

who have an interest in employee performance and 

satisfaction face a difficulty as a result. AI can be a 

helpful tool for teams looking to gain a deeper 

understanding of their workers in order to boost output 

and job happiness, provided that it is applied responsibly. 

2) Increased efficiency: As noted above, automation and 

generative AI tools can save HR teams time by taking on 

routine task work. AI can also be a helpful source of data 

sets for reviewing processes and digging deeper into how 

HR staff can make more informed decisions or 

streamline work. For example, AI can help analyze the 

outcomes of recruiting efforts, allowing recruiters and 

hiring managers to identify and refine their most 

successful outreach strategies. 

3) Enhanced candidate experiences: Along each step of 

the recruitment process, from hiring to on boarding, AI 

can help managers save time and better reach top talent. 

For example, managers can prompt generative AI tools to 

create customized messages that are automatically sent to 

each candidate. These messages can encourage 

engagement and move candidates along in the hiring 

process. 

 

2.2 Challenges in AI 

 

Artificial intelligence is a revolutionary technology, yet 

there are several drawbacks and considerations to make: 

1) Re-skilling: Automation and AI have the potential to 

replace some human labor-intensive tasks, which may 

affect the positions held by specific workers. Face this 

challenge head-on by developing a strategy for re-

skilling personnel and reorganizing job roles in a way 

that shows consideration for the workers going through 

these changes. 

2) Employee privacy: There may be issues when using AI 

to assess performance and optimize procedures. Before 

using AI systems to gather and process personal data, 

employee privacy needs to be carefully considered and 

included in a data management plan. Inform staff 

members on the types of data being gathered and utilized 

by AI systems.  

3) Bumpy rollouts: Businesses need to be ready to adapt 

AI models and keep streamlining operations. Initial 

rollouts may cause unsatisfactory experiences for 

employees and necessitate adjustments. Businesses ought 

to be able to adapt and evolve as circumstances demand. 

4) Cybersecurity: Artificial Intelligence is vulnerable to 

hacking, particularly in the training phase when machine 

learning algorithms are developed. Attacks that plant 

harmful code or information in training sets, known as 

data poisoning, have the potential to infect a large 

number of ML model runs and, eventually, the company 

network. To develop plans that will ensure the security of 

AI initiatives for the duration of their lifecycle, business 

leaders should collaborate with IT and security operation 

centers (SOCs). 

 

3. Conclusion 
 

Artificial intelligence's revolutionary introduction into HR 

management allows HR practitioners to concentrate on 

important projects while enhancing the entire employee 

experience. Organizations using these technologies will be 

in a better position to draw in, nurture, and hold on to top 

people in an increasingly competitive and fast-paced 

business climate as AI continues to advance. The future of 

HRM is in the smooth integration of AI's revolutionary 

potential with human expertise. 
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