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Abstract:

The ongoing Al revolution is gradually transforming the future of work in various aspects and HR
professionals are leading the way in this transformative journey. Artificial intelligence, or Al, involves
computer systems that have the ability to carry out intricate tasks that were traditionally exclusive to humans.
The focus is on machines exhibiting human-like thinking capabilities. Human Resource Management is a
crucial managerial role that focuses on the recruitment and selection, inspiration, and retention of employees
within an organization, making it of utmost significance. Al has the potential to significantly impact human
resource management by assisting in talent acquisition, improving employee retention, automating routine
tasks, and minimizing bias during the screening process. This research highlights the HRM tasks that are
currently utilizing Artificial Intelligence (Al) Technology such as recruitment and selection process,
screening process, employee benefits, learning and development and retention of employees. How Al in HR
offers numerous advantages, enhancing the efficiency and precision of HR professionals, reducing biasness
and increasing employee satisfaction whereas Al is causing notable transformations that are arising concern
among different HR professionals. Although, Al-HR integration does not imply the replacement of HR
professionals by Al completely but rather Al will improve their abilities. HR will continue to be essential for
optimizing the benefits of Al. The focus of this study is on qualitative research, with the goal of exploring
the integration of Al in HR functions. Advantages of utilizing Al technology and the potential of Al to replace
HR are also discussed.
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1. Introduction

The expansion of an organization relies on its ability to effectively blend its workforce, operations, and
technology in order to create value efficiently. The implementation of artificial intelligence in human
resources has revolutionized various aspects and has proven advantageous for HR professionals by enhancing
their productivity and precision.

Al is a branch of computer science that explores the replication of human intelligence in machines, in recent
years, the definition of Al has broadened significantly, encompassing various computerized and automated
functions [1]. Nevertheless, the key distinction between an Al system and conventional software lies in its
capacity to make informed judgments and decisions based on data patterns. Human resource management
(HRM) is a management function which ensures workforce management aligns with business goals to
achieve objectives efficiently [2]. It encompasses various areas such as strategic HRM, human capital
management, knowledge management, organization development, resourcing (including workforce planning,
recruitment, selection, and talent management), literacy and development, performance and price operation,
relation with employees and their well-being along with the provision of employee services.

The results of this research indicate that Al technologies present a diverse range of methods to transform and
enhance the selection process in unprecedented ways. Through automating and improving different stages of

recruitment, Al has proven its ability to streamline operations, minimize biases, and enhance the overall
efficiency of candidate evaluation. The integration of Al-powered tools in the selection process has opened
doors to identifying the most appropriate candidates while also guaranteeing a fair and impartial selection
procedure. Al is streamlining HR processes by handling tasks like recruitment, interview scheduling, and
digital interviews, onboarding, training and development, performance management, employee engagement
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ultimately contributing to the organization's growth [3]. Despite this, the question of whether Al will

completely replace HR arises.

This research suggests that while Al has the capability to automate specific HR tasks, the complete
replacement of human resources remains challenging and uncertain. In areas that require discretion,
compassion, and ethical decision-making, human resources experts continue to play an essential role. After
all, human resources are inherently connected to people. Hence, the primary objective of this study is to
explore the extent to which artificial intelligence (Al) has been employed in the field of human resources
(HR), the advantages it offers, and the potential for Al to replace HR functions.

2. Research Objective
This study is conducted to probe into the research questions outlined below.

*  Which HR functions have incorporated Al technology?
» Advantages of implementing Al in the field of HR.
« Can Al completely replace HR completely?

3. Research Methodology

The research is relied on secondary data, meaning that no primary investigation or data collection was
conducted. However, despite the absence of primary data, the research was conducted by thoroughly
examining and analysing a wide range of secondary sources. This involved extensively searching for and
reviewing research papers, websites, blogs, and published material related to the topic. To ensure
comprehensive coverage of relevant literature, various databases were utilized, including reputable platforms
such as Google Scholar, ResearchGate, and Semantic Scholar. This approach allowed for a systematic and
extensive review of existing knowledge and insights on the subject matter. By utilizing diverse sources and
databases, this Qualitative research aimed to gather a comprehensive understanding of the topic and build
upon existing knowledge. The reliance on a wide range of secondary sources contributes to the credibility
and validity of the findings.

4. Literature Review

The concept of Artificial Intelligence (Al) emerged in the 1950s with the objective of instilling machines
with intelligence resembling that of humans (McCarthy et al., 2006; Pillai & Sivathanu, 2020). Gherhes
(2018) suggests that the development of advanced Al robots not only has the potential to generate new job
opportunities and skill sets but also to address societal challenges by enhancing efficiency [4]. The integration
of computers into HR operations has given rise to electronic human resources management (E-HRM) (Ma &
Ye, 2015). Jiang et al. (2019) explore the potential of Al in improving the efficiency and quality of human
resource management, emphasizing its significance and key indicators. The study investigates the impact of
Al on the effectiveness of human resource management, thoroughly analyzing the main challenges associated
with its implementation [1], [4].

Companies are increasingly investing in Al and cognitive computing to enhance their HR workflows. HR
stands out as a sector with particularly intricate data management and analytical requirements. The
implementation of Al technology can significantly improve a department'’s capacity to collect, analyze, and
generate initial predictions based on evolving circumstances [5]. Al can be used to perform the following
functions: Recruitment and selection, employee retention, career path, training and development, onboarding,
compensation management, performance management, employee engagement [3],[6]. This way Al is utilized
in multiple HR functions to drive organizational growth.

Al offers numerous advantages in various industries and applications. One of the crucial benefits of Al is its
time-saving capabilities. By automating repetitive tasks and processes, Al can significantly reduce the time
and effort required to complete them, allowing employees to focus on more strategic and creative tasks [6].
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Another advantage of Al is the elimination of bias. Unlike humans, Al algorithms do not have inherent biases
based on factors such as gender, race, or age [8]. This can help organizations make more objective and fair
decisions in areas such as hiring, promotions, and customer service. Al also offers enhanced accuracy in tasks
that require precision and consistency. By analzing large amounts of data and identifying patterns, Al systems
can make more accurate predictions and recommendations than humans.

Furthermore, Al can improve efficiency by streamlining workflows and optimizing resource allocation. By
analyzing data in real-time and adjusting processes accordingly, Al can help organizations operate more
efficiently and effectively. In addition, Al can provide a superior candidate experience by personalizing
interactions and providing timely and relevant information. This can help organizations attract and retain top
talent in a competitive job market. Lastly, Al can reduce workloads by automating routine tasks and freeing
up employees to focus on more complex and strategic activities. This can lead to increased productivity and
job satisfaction among employees. Overall, Al offers multitudinous advantages that can help associations
ameliorate their operations, make better opinions and deliver a superior client and hand experience [7], [8].

This creates a common misconception within the industry that the integration of Al in HR will lead to the
elimination of HR jobs totally. This belief is unconfirmed. Al is not meant to replace HR professionals
completely but rather to assist them by automating routine tasks, enabling HR professionals to dedicate more
time to strategic decision-making [7]. has been instrumental in enhancing the economic and social
empowerment of women in rural India. The access to small loans, savings, and insurance products enables
women to become financially independent, thereby improving their overall well-being and social status. A
closer look at the impacts of microfinance reveals both tangible and intangible changes in women’s lives,
particularly in terms of income generation, decision-making power, and access to social services.

5. Which HR functions have incorporated Al technology?

The rapid advancement of Al technology is reshaping businesses at a fast pace. Al has the potential to
transform various functions such as recruitment and selection, talent acquisition, learning and development,
onboarding, performance management, employee retention. According to organization members and Human
Resource executives, leveraging Artificial Intelligence in HRM processes such as administration can lead to
improvements in productivity and employee performance [13]. The analysis conducted on the collected data
from revealed the themes and subthemes that emerged from the interview with the 8 respondents. Then are
the findings attained from the interview [23].

FIGURE 1:
HR functions Respondents are currently using Al in
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FIGURE 2:
HR functions Respondents believe Al will impact next
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5.1 Recruitment

Recruitment involves the process of seeking out potential candidates and motivating them to submit their
applications. Al has the capability to enhance the efficiency and simplicity of the recruitment process through
various means, including the utilization of chatbots and candidate sourcing. Al chatbots revolutionize HR
processes by providing instant and personalized responses to candidate inquiries. They offer immediate
assistance, saving time for both employees and HR professionals [20]. These chatbots are available 24/7,
enhancing convenience and employee satisfaction. By automating routine inquiries, Al chatbots increase
efficiency and allow HR professionals to focus on strategic tasks. Candidate sourcing can also be enhanced
using Al. Talent acquisition specialists are familiar with the challenge of finding and attracting the right
candidates for open positions. Al-powered recruitment allows to efficiently scan online resumes and social
profiles of potential candidates on a large scale, enabling to discover a more diverse talent pool that is
wellsuited for the open positions [12].

5.2 Selection

Selection refers to choosing the most suitable candidate and presenting them with a job opportunity. The
process followed for selection is receiving applications- screening applications- employment test- interview-
reference checking- medical examination (if required)- final selection. Al can be utilized at various steps of
selection. 1. Applicant Tracking System (ATYS) is a software designed to oversee the recruitment and hiring
process, which encompasses job postings and candidate applications [21]. Al algorithms can swiftly and
accurately conduct screening resumes and initial candidate assessment. This automated process not only
speeds up the recruitment timeline but also enables HR teams to focus on more valuable tasks [10]. Al can
also be utilized for interview scheduling, conducting virtual interviews and digital employment test. This

streamlines the process, saves time, and provides valuable insights to recruiters. Al can also match job
requirements with candidate qualifications, reducing manual screening efforts and improving overall
efficiency and accuracy in candidate selection.

5.3 Talent Acquisition

The key priority of HR departments is to prioritize the recruitment of top talents in order to meet future
organizational requirements. Talent management plays a strategic role in planning for the company's
expansion by identifying crucial roles and choosing the most appropriate individuals to fill them. The Human
Resources Department employs various strategies to secure the dedication of individuals by implementing
effective incentive policies [12]. Companies are increasingly implementing advanced talent acquisition
systems (TAS) to streamline recruitment marketing, onboarding processes, and real-time candidate feedback.
Customer relationship management (CRM) tools also play a crucial role in nurturing candidate relationships
for a proactive talent sourcing strategy [21]. It may ease the workload of a talent acquisition specialist who

IJ]NRD2602138 ‘ IJNRD - International Journal of Novel Research and Development (www.ijnrd.org) b316



https://ijnrd.org/
http://www.ijnrd.org/

%, INTERNATIONAL JOURNAL OF NOVEL RESEARCH AND DEVELOPMENT (IJNRD) a
¥ 'D © 2026 IJNRD | Volume 11, Issue 2, February 2026 | ISSN: 2456-4184 | [JNRD.ORG e O bl

has to review each individual resume.

5.4 Learning and Development

Learning and development refers to the procedures that guarantee the organization possesses a competent,
skilled, and motivated workforce. This includes enabling individuals and teams to acquire knowledge and
skills through hands-on experience, training sessions, and programs offered by the organization, as well as
guidance and coaching from line managers [2]. Regular training and development programs are crucial for
employees to adapt to the ever-changing environment and technological advancements. By utilizing Al,
companies can offer customized training and educational courses to their employees. Additionally, HR
managers can monitor their progress effectively. Visual learners may have a wider range of resources available
to them, such as an abundance of charts and videos, in comparison to employees who prefer reading. On the
other hand, individuals who learn best through practical application and hands-on experience might be
provided with simulations to enhance their learning process [16]

5.5 On-Boarding

Onboarding of employees, also known as induction/ orientation. The induction program holds significant
importance for new employees as it serves as a warm welcome. It aids in comprehending the organizational
culture, plans, policies, structure, and processes [3]. It is an essential process that aims to familiarize newly
recruited employees or teams with the organization, its services, and products. The utilization of Al in every
aspect of the onboarding process is increasingly prevalent [11]. Al plays a crucial role in delivering
personalized welcome messages and automating text and chat interactions. By analyzing user data and
preferences, Al can create engaging messages that make individuals feel valued. It also saves time and
resources for businesses by efficiently handling customer inquiries through chatbots and virtual assistants.
Additionally, Al automates updates for employee onboarding and offboarding, ensuring a smooth transition
and maximizing productivity [6]. Overall, Al enhances user experiences and improves efficiency in various
processes.

5.6 Performance Management

PMS or Performance Management System is a process of tracking and monitoring performance of an
individual or set of individuals as a team or department or as an organization. Different organizations have
different processes. These objectives are always aligned with the objectives of the organization [22]. The
Alpowered Performance Management System relies on data collection from various sources to assist in

automating performance reviews and minimizing bias in the evaluation process [11]. The electronic
performance management system aids managers in assessing employees' performance in achieving established
objectives. By utilizing digital platforms, organizations can gather more impartial performance metrics.
Enhanced job performance can also be achieved through higher levels of employee engagement, which is
influenced by fostering a positive and rewarding work atmosphere and evaluating an employee's dedication
and passion for the organization. Employee engagement encompasses role clarity, learning opportunities,
rewards and recognition, grievance redressal, as well as employee health and wellness initiatives. These
aspects can be effectively and impartially facilitated through the use of Al in employee engagement.

6. Advantages of implementing Al in the field of HR.
There are numerous advantages to incorporating Al in the HR industry. Some benefits are outlined below.

6.1 Reduce administrative burden:

Within an organization, HR is required to take on various roles simultaneously, leveraging technology and
Artificial Intelligence to streamline operations. By utilizing Al, companies aim to lessen the burden on HR
professionals, offering solutions to challenges and ultimately enhancing overall efficiency within the
organization [15]. As they often have to handle numerous administrative tasks manually. However, with the
help of Al, these repetitive tasks such as scheduling, diary management, document analysis, and document
processing can be significantly reduced [13]. The weight of administrative responsibilities frequently impedes
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HR professionals from fulfilling their pivotal role. Relying more on Al for administrative tasks will result in
a decrease in administrative workload, potentially resulting in improved efficiency within HR departments.

6.2 Reducing errors:

The traditional hiring procedure involves human involvement throughout the entire process - from finding
potential candidates, reviewing resumes, holding interviews, to finalizing hiring choices. The human
decisionmaking process is prone to errors because of the extensive manual tasks involved. Artificial
intelligence has the capability to minimize mistakes and flawed reasoning of humans [5],[9]. Al is highly
proficient in automating monotonous and repetitive tasks. By harnessing Al for everyday operations,
organizations can greatly reduce the likelihood of errors that are typically associated with manual execution
such as unsaved files, inaccurate data entry, lack of attention, unintentional typographical error etc. Through
the utilization of machine learning algorithms, Al is capable of detecting and rectifying errors that may escape
human detection [4].

6.3 Reduce Biasness:

Al when enabled in Talent acquisition is capable of eliminating unintentional perpetuation and promotion of
historical biases in organizations [21]. Al technology can help organizations remove biases in candidate
evaluation by using algorithms to analyze data objectively. This ensures fair evaluation and equal
opportunities for all candidates, regardless of background. Additionally, Al can help organizations attract a
more diverse talent pool by sourcing candidates from underrepresented groups. By analyzing hiring outcomes.
It can also help organizations identify and address biases in their recruitment processes. By using Al in
recruitment, organizations can save time, eliminate bias, and reduce human error, resulting in perfect matches
between candidates and job positions, enhancing productivity [14]. Overall, leveraging Al in talent acquisition
can create a more diverse and inclusive workforce by eliminating biases and ensuring equal opportunities for
all candidates.

6.4 Increases efficiency:

Acrtificial Intelligence plays a crucial role in reducing employee redundancy in the workplace. Various robotic
tasks have been introduced to improve efficiency in different domains. These tasks include collecting data,
filing reports, eliminating data duplication, extracting relevant information from existing data, processing
data, and gathering data for HR and payroll systems, among other functions [9]. It has the potential to be
utilized in various ways, (some of them mentioned above) to enhance processes and boost the efficiency of
organizational performance in today's competitive business environment. By utilizing Al frameworks,
organizations can streamline their repetitive talent acquisition processes. These frameworks can analyze large
volumes of data quickly and accurately, allowing recruiters to focus on more strategic tasks. Additionally, Al
frameworks can help identify patterns and trends in candidate profiles, leading to more targeted and successful
recruitment efforts [21].

6.5 Saves time and efforts:

Al can automate onboarding, recruiting, and screening processes, saving time for HR teams and ensuring a
consistent experience for new hires. Al-powered tools can analyze resumes, conduct initial screenings, and
assess candidates' fit for a role. This automation allows HR teams to save time and focus on strategic tasks
like mentoring and providing feedback. Al also helps identify skill gaps and recommend personalized learning
opportunities [8]. By leveraging Al, HR teams can enhance productivity and effectiveness in talent
development, employee engagement, and critical initiatives. Implementing Al in recruitment processes within
organizations can lead to significant time savings for recruiters. [14]. This integration ultimately leads to
reducing efforts of HR professionals as Al reduces manual work and automate various HR processes, driving
better business outcomes and employee satisfaction.

7. Can Al replace HR completely?

The question of whether Al will completely replace human recruiters is a topic that experts frequently discuss.
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There is a growing concern about the extent to which Al will impact the role of recruiters. Many individuals
are uncertain about whether Al will lead to a decrease in job opportunities, and HR professionals are
contemplating the future of their own positions. To thrive in this dynamic environment, it is crucial to embrace
responsible Al practices, continuous learning, and adaptability. The future of human resources will be shaped
by the collaborative synergy between human intelligence and artificial intelligence [17].

Over the last two decades, there has been a rapid rise in the adoption of Al technologies in the corporate
landscape, leading to a gradual integration of Al solutions into HR recruitment and selection strategies. Al
presents recruiters with the chance to streamline talent acquisition processes by automating time-consuming
tasks such as sourcing and screening applicants, thereby enhancing the quality of the hiring process, mitigating
bias, and improving communication with job seekers. As Al evolves to a higher level of sophistication, its
influence on recruitment and selection practices, as well as core competencies, will be significantly felt [19].
While Al undoubtedly has the capability to replace certain elements of HRM and the recruiting process, it is
important to acknowledge that it cannot replace all aspects. It is crucial to recognize that Al is not intended to
replace humans in the recruitment process, and therefore, there are certain functions that should not be
replaced as well [18]. Al has the ability to handle repetitive tasks like communicating with job applicants
through chatsbots, collecting basic information, and offering job-related details.

This streamlines the process to the point where applicants may not even realize they are interacting with a
machine. Nevertheless, the human element and emotional bond continue to be highly valuable, as people
generally feel more at ease with what they are familiar with [17], [18]. Therefore, Al cannot replace HR totally

as there are certain tasks that require a human touch, such as strategic planning, goal setting, and objective
development. While some jobs may be automated, individuals must be willing to upskill and embrace new
abilities in order to thrive in a rapidly changing work environment.

8. Conclusion

Artificial intelligence is a technology that has the capability to operate intelligently, comparable to the human
brain, in various scenarios. Al has now become an integral component of the HR landscape. It has gathered
attention and significance in streamlining the recruitment process when contrasted with traditional methods.
The utilization of Al extends beyond recruitment and selection, encompassing areas such as talent acquisition,
learning and development, onboarding, performance management, thereby benefiting Human Resource
Management in diverse ways. Artificial intelligence offers numerous advantages within the field of human
resources. It enhances efficiency and precision, reduces manual errors, saving time and efforts, while
simultaneously diminishing administrative workload and biasness.

These aspects collectively showcase the favourable impact of Al in HR. Embracing Al will inevitably
contribute to organizational advancement. There is a growing curiosity among individuals about the potential
replacement of human resources by artificial intelligence in the future. According to this research, it can be
inferred that Al, as an emerging trend, cannot entirely replace human intervention. While Al cannot replicate
all functions performed by HRM, there are specific tasks that Al can execute, adding value to HRM and
consequently to the organization. Despite its advanced technology, it lacks the human touch, which is the
crucial element that sets humans apart.
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