International Journal of Business Management and Economic Review
Vol. 8, No. 01; 2025
ISSN: 2581-4664

EXPLORING THE ROLE OF ARTIFICIAL INTELLIGENCE IN TRANSFORMING HR
PRACTICES

Md. Masudul Haque Bhuiyan?, Kripa Nath Dey?, Palash Saha®, Pankaj Kumar Sarker*, Md. Halimuzzaman®,
Md. Tanjil Biswas®

Ministry of Social Welfare, Bangladesh Secretariat, Dhaka, Bangladesh.

ZAnti Money Laundering Division, BRAC Bank PLC, Dhaka, Bangladesh.
3Division of Operation, The Premier Bank PLC, Mymensingh, Bangladesh.
“Institute of Information Technology, Jahangirnagar University, Dhaka, Bangladesh.
5School of Business, Galgotias University, Delhi, India.
5Department of Corporate Taxation and Compliance, MGH Group, Dhaka, Bangladesh.

http://doi.org/10.35409/1IIBMER.2025.3646

ABSTRACT

This study explores the role of Artificial Intelligence (Al) in transforming Human Resource (HR)
practices, focusing on its impact on recruitment, employee engagement, performance
management, and overall HR efficiency. Through a survey of 300 HR professionals, managers,
and employees, the research evaluates the benefits and challenges of Al adoption in HR functions.
The findings reveal that Al enhances efficiency, reduces biases in recruitment and performance
evaluations, and improves employee satisfaction through personalized experiences. However,
challenges such as high implementation costs, concerns about algorithmic bias, data privacy issues,
and resistance to change were identified as barriers to successful Al adoption. The study concludes
that while Al offers significant advantages for HR practices, organizations must address these
challenges through training, transparency, and careful implementation to fully leverage Al's
potential.
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1. INTRODUCTION

The rapid advancement of technology has significantly reshaped various aspects of organizational
operations, with Human Resources (HR) being no exception. Among these technological
breakthroughs, Artificial Intelligence (Al) has emerged as a transformative force, redefining the
way HR practices are executed in the modern workplace (Budhwar et al., 2023). From recruitment
and employee engagement to performance management and workforce analytics, Al has the
potential to enhance efficiency, accuracy, and personalization at every stage of the HR lifecycle
(Zhang & Chen, 2024). Traditionally, HR processes relied heavily on manual tasks, subjective
decision-making, and time-intensive procedures. However, the integration of Al is shifting this
paradigm by automating repetitive tasks, offering data-driven insights, and enabling more strategic
contributions from HR professionals (Nicolas-Agustin et al., 2022a). Tools such as Al-powered
chatbots, predictive analytics, and machine learning algorithms are now being employed to
streamline recruitment, foster diversity, and identify skill gaps with unprecedented precision
(Budhwar et al., 2022). This article delves into the transformative role Al plays in modern HR
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practices, exploring its benefits, challenges, and implications for the future of work. By examining
real-world applications and emerging trends, we aim to uncover how Al is shaping a more
efficient, inclusive, and strategic HR landscape. In doing so, we highlight the need for HR
professionals to adapt to these technological advancements and harness the power of Al to drive
organizational success.

2. LITERATURE REVIEW

The adoption of Artificial Intelligence (Al) in Human Resource Management (HRM) is
increasingly reshaping traditional HR practices. From talent acquisition and performance
management to employee engagement and workforce analytics, Al has demonstrated its potential
to improve efficiency, accuracy, and strategic decision-making. This review delves deeper into the
existing literature, categorizing Al's contributions to HRM, the associated challenges, and
emerging trends in the field. Recruitment is one of the most studied areas in Al-driven HR
practices. Research by Arslan et al. (2022) emphasizes the role of Al-powered tools in streamlining
the recruitment process. Applicant Tracking Systems (ATS) and resume screening algorithms now
allow HR professionals to filter candidates based on specific skills and competencies, significantly
reducing the time and cost of hiring. Malik et al. (2023) highlight the potential of Al to mitigate
unconscious bias in recruitment by designing algorithms that focus exclusively on job-related
qualifications while ignoring demographic details such as age, gender, or ethnicity. Moreover, Al -
enabled chatbots like Mya, Olivia, and HireVue have become essential tools for enhancing
candidate engagement. These chatbots handle repetitive tasks such as scheduling interviews,
answering FAQs, and providing real-time updates to candidates, improving their overall
experience (S. Chowdhury et al., 2023). Video interview platforms with Al-powered analytics can
also assess candidate attributes such as tone, body language, and word choice, offering additional
insights into cultural fit (Qamar et al., 2021). However, concerns remain about the ethical
implications of using such tools, particularly regarding transparency and algorithmic fairness.
Employee engagement and retention have emerged as critical areas where Al can make a
significant impact. Al tools like sentiment analysis systems and predictive analytics have proven
valuable in understanding employee needs and behavior. Arora et al. (2021) demonstrate that
predictive models can analyze employee data, such as attendance, performance metrics, and
engagement survey responses, to identify individuals at risk of attrition. This allows HR
professionals to implement targeted retention strategies, such as offering personalized benefits or
career development opportunities. Additionally, Al-driven learning management systems (LMS)
provide employees with tailored learning paths based on their skills, interests, and career
aspirations (Rane, 2023). Such systems not only enhance skill development but also increase job
satisfaction and loyalty. Companies like IBM and Google have successfully implemented Al-
powered mentoring programs to match employees with suitable mentors, fostering a culture of
growth and collaboration (Malik, Budhwar, & Kazmi, 2023). Performance management has
traditionally been a time-intensive and often subjective process. Al offers a data-driven alternative
that can provide continuous feedback and real-time insights into employee performance. R. H.
Chowdhury (2024) emphasize that Al-powered platforms can monitor key performance indicators
(KPIs) and provide actionable feedback, allowing employees to adjust their efforts dynamically.
Al also enables managers to set more precise and achievable goals by analyzing historical data and
performance trends. Furthermore, machine learning algorithms can identify patterns of high
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performance and predict future leaders within an organization. Kulkov et al. (2024) highlight the
effectiveness of Al in conducting unbiased performance evaluations by focusing on measurable
outcomes rather than subjective assessments. However, reliance on Al-driven evaluations raises
ethical concerns about transparency and employee acceptance, necessitating a balance between
human oversight and technological intervention. Al’s ability to process vast amounts of data has
revolutionized workforce analytics and strategic HR planning. According to Garg et al. (2023),
Al-powered workforce planning tools can predict future talent needs by analyzing industry trends,
organizational goals, and market dynamics. These tools assist HR professionals in proactively
addressing skills shortages and aligning talent acquisition strategies with long-term business
objectives. Sentiment analysis is another emerging application of Al, enabling organizations to
gauge employee morale and satisfaction. By analyzing employee communication, such as emails,
chats, and survey responses, Al can provide real-time insights into workplace culture and areas
requiring improvement (Boehmer & Schinnenburg, 2023). These insights allow HR teams to
implement timely interventions to enhance employee well-being and organizational productivity.
While Al offers numerous benefits, its adoption in HR comes with significant challenges. Data
privacy is a major concern, as the use of Al often involves collecting and analyzing sensitive
employee information. Kaushal et al. (2023)argue that inadequate data governance policies can
lead to breaches of employee trust and compliance issues, particularly in jurisdictions with strict
privacy regulations like the EU’s General Data Protection Regulation (GDPR). Algorithmic bias
is another critical issue. As Rabbani et al. (2021)point out, Al systems trained on biased historical
data may perpetuate or even amplify existing inequalities. For instance, recruitment algorithms
trained on male-dominated industries may inadvertently favor male candidates, undermining
diversity efforts. Additionally, employees often perceive Al as a threat to job security, leading to
resistance and skepticism about its implementation (Chari et al., 2022). To address these
challenges, organizations must prioritize transparency, ethical Al design, and robust employee
training programs. The inclusion of human oversight in Al-driven processes is also crucial to
ensure fairness and accountability. The literature identifies several emerging trends that indicate
the future direction of Al in HR. For instance, Okunlaya et al. (2022)discuss the growing use of
Al in fostering workplace inclusivity by analyzing diversity metrics and identifying areas for
improvement. Similarly, virtual reality (VR) and Al are being combined to create immersive
onboarding experiences for new employees, enhancing their understanding of organizational
culture and values. Another noteworthy trend is the integration of Al with employee wellness
programs. Tools like wearable devices and Al-powered wellness platforms can monitor employee
health metrics and provide personalized recommendations, contributing to a healthier and more
productive workforce (Hemalatha et al., 2021). The increasing focus on ethical Al is also driving
research into explainable Al models that provide greater transparency and accountability in HR
processes (Kulkov, 2021).

3. PROBLEMS OF THE STUDY

While Artificial Intelligence (Al) holds immense potential to revolutionize Human Resource
Management (HRM), its adoption is not without challenges. Several critical issues hinder its
effective implementation, which this study aims to address. These problems include technological,
ethical, organizational, and workforce-related concerns that impact the integration of Al into HR
practices. One of the most significant challenges in Al applications for HR is algorithmic bias. Al
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models are often trained on historical data that may contain biases related to gender, race, or other
demographic factors (Vrontis et al., 2023). This can lead to discriminatory hiring or promotion
decisions, perpetuating inequalities rather than resolving them. Despite advancements in Al ethics,
organizations still struggle to ensure fairness and transparency in Al-driven HR decisions. Al
systems rely heavily on vast amounts of employee data, including personal, behavioral, and
performance-related information (Suseno et al., 2023). Ensuring the privacy and security of such
sensitive data is a major challenge. Organizations must navigate complex data protection laws,
such as GDPR, and implement robust cybersecurity measures to protect employee information
from misuse or breaches. The integration of Al into HR practices often faces resistance from
employees and HR professionals. Many perceive Al as a threat to job security, fearing that
automation may render certain roles redundant (Nicolas-Agustin et al., 2022b). Additionally, HR
teams may lack the technical skills required to operate Al tools effectively, leading to hesitation
in adopting these technologies. While Al excels at processing large datasets, it often lacks the
contextual understanding required for nuanced decision-making. For instance, recruitment
algorithms may overlook intangible qualities such as cultural fit or adaptability, which are critical
for long-term organizational success. This limitation can lead to decisions that prioritize efficiency
over holistic evaluation (Odugbesan et al., 2023). The financial investment required to develop,
implement, and maintain Al systems in HR can be prohibitive for small and medium-sized
enterprises (SMEs). These organizations often lack the resources to adopt advanced Al
technologies, resulting in a digital divide between large corporations and smaller businesses. The
ethical implications of Al in HR are still being debated. Issues such as transparency in decision-
making, accountability for Al-driven actions, and the ethical use of employee data pose significant
challenges (Bujold et al., 2024). Furthermore, the lack of clear legal frameworks governing Al in
HR practices creates uncertainty for organizations. There is a risk that organizations may become
overly reliant on Al, reducing the human element in HR processes. This can lead to a
depersonalized employee experience, where decisions are perceived as overly mechanized and
devoid of empathy (Odonkor et al., 2024). Balancing automation with human interaction is a key
challenge that organizations must address. The pace of technological advancements in Al can
make it difficult for organizations to keep up (Rane, 2023). Frequent updates, the emergence of
new tools, and the need for continuous learning can create challenges in maintaining the relevance
and effectiveness of Al systemsin HR practices (Chilunjika et al., 2022). This study explores these
challenges in depth, seeking to provide actionable insights and recommendations for overcoming
the barriers to successful Al adoption in HRM.

4. RESEARCH OBJECTIVES
This study identifies the following objectives:

To assess the impact of Al tools on recruitment and talent acquisition processes.

To analyze the effectiveness of Al in enhancing employee engagement and retention.

To evaluate the influence of Al on performance management practices.

To identify the challenges associated with the adoption of Al in HR practices.

To examine the overall impact of Al on HR efficiency and strategic decision-making.

To investigate the perceptions of employees and HR professionals regarding Al adoption.
To explore the potential of Al in addressing future HR challenges.

Nook~wbhpE
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5. METHODS AND METHODOLOGY

The study employed a quantitative research approach to explore the role of Artificial Intelligence
(Al in transforming Human Resource (HR) practices, focusing on recruitment, employee
engagement, performance management, and associated challenges. A descriptive research design
was used, and primary data were collected through a structured questionnaire distributed to 300
respondents, including HR professionals, managers, and employees from various industries and
organizational sizes. The questionnaire featured six sections, covering demographics, Al
applications in HR functions, and challenges, with responses measured on a 5-point Likert scale.
Data collection was conducted over two months using both online and in-person methods. The
collected data were analyzed using statistical tools such as SPSS and Microsoft Excel, employing
descriptive and inferential statistics to identify trends and relationships. Ethical considerations,
including informed consent and data confidentiality, were strictly observed throughout the
research process. While the findings provide valuable insights, limitations such as reliance on self-
reported data and potential industry-specific gaps were acknowledged.

6. RESULTS AND DISCUSSION
6.1 Demographic Profile of Respondents

Percentage of
Respondents

Categaries

Demographic Profile of Survey Respondents

Figure 1. Demographic Profile of Survey Respondents
Figure 1 revealed the demographic data that the majority of the respondents (40%) were HR
professionals, followed by managers (30%) and general employees (30%). Most participants were
from medium-sized organizations (51-200 employees), while 60% reported that their
organizations had adopted Al tools in HR practices. The age group of 2635 years formed the
largest share of respondents (45%), with an equal gender distribution of 50% male and 50% female
participants.
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6.2 The impact of Al Tools on Recruitment and Talent Acquisition

Impact of Al Tools on Recruitment

Reduce Time to Hire

Minimize Unconscious Bias

Improve Candidate Experience

Effectiveness of Al Analytics

Figure 2. Impact of Al Tools on Recruitment

Figure 2 showed that 75% of respondents agreed or strongly agreed that Al tools significantly
reduce the time to hire suitable candidates, with a mean score of 4.1 (SD = 0.8). Similarly, 68%
felt that Al-based systems help minimize unconscious bias in recruitment (mean = 3.9, SD = 1.0).
Al-powered chatbots were reported to improve the candidate experience by 70% of respondents,
while 65% acknowledged the effectiveness of Al analytics in assessing candidates during video
interviews. These findings highlight the positive impact of Al on streamlining recruitment
processes and improving decision-making. Al tools in recruitment enhance efficiency and mitigate
human biases, supporting previous research (Vrontis et al., 2022). However, respondents also
highlighted concerns about over-reliance on algorithms, which might overlook intangible qualities
like cultural fit.

6.3 The Effectiveness of Al in Enhancing Employee Engagement and Retention

Perceptions of Al Tools in Employee
Management

Identifying Employees at
Risk of Attrition

Figure 3. Perceptions of Al Tools in Employee Management

Figure 3 indicated that 72% of respondents agreed that Al tools effectively identify employees at
risk of attrition, with a mean score of 4.0 (SD = 0.9). Furthermore, 65% agreed that Al-driven
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platforms provide personalized training opportunities, improving employee engagement.
Sentiment analysis tools were viewed positively by 60% of participants, though 25% expressed
concerns about the accuracy of such tools in gauging employee emotions. Al’s ability to predict
employee behavior aligns with findings from Jatoba et al. (2021), underscoring its potential for
retention strategies. However, concerns about the interpretability of Al-driven sentiment analysis
suggest that organizations need to balance data-driven insights with managerial judgment.

6.4 The influence of Al on Performance Management Practices
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Respondents' Perceptions of Al
Tools in Performance Management

Figure 4. Respondents’ Perceptions of AI Tools in Performance Management

The data revealed that 68% of respondents agreed or strongly agreed that Al tools provide real -
time performance feedback, with a mean score of 3.8 (SD = 1.1). Around 70% felt that Al reduces
bias in performance evaluations, while 62% believed that Al-based systems help identify high-
potential employees (Figure 4). Despite these positive outcomes, 20% of respondents expressed
skepticism about the reliance on Al for subjective evaluations like leadership potential. Al-driven
performance management systems deliver measurable and continuous feedback, reducing the
subjectivity associated with traditional reviews (Delany & Tambe, 2022). However, over-reliance
on quantitative metrics may overshadow qualitative aspects, highlighting the need for a hybrid
approach.

6.5 The Challenges Associated with Al adoption in HR practices

Challenges of Al Adoption in HR Practices

Privacy and Algorithmic Bias
st e g

Figure 5. Challenges of Al Adoption in HR Practices
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Figure 5 indicated that 65% of respondents identified high implementation costs as a major barrier
(mean = 4.2, SD = 0.9). Privacy and security concerns were highlighted by 70%, with 30% citing
resistance to Al among employees as a significant challenge. Algorithmic bias was a concern for
60% of participants, emphasizing the importance of fairness and transparency in Al systems. These
findings are consistent with the challenges outlined by Upadhyay & Khandelwal (2018),
particularly in resource-constrained organizations. Addressing these issues requires investment in
Al literacy and robust data governance frameworks.

6.6 Impact of Al on HR Efficiency and Strategic Decision-Making

Impact of Al on HR Practices

High 4l Influsrce on Strategic
HR Rl

¢
£%
Efficiency gains

Low At nfusnce ca Strstegic

Effciency

Figure 6. Impact of Al on HR Practices
Figure 6 revealed that a majority of respondents (78%) agreed that Al has significantly improved
HR efficiency, with a mean score of 4.3 (SD = 0.7). Additionally, 65% believed that Al tools have
elevated the strategic role of HR professionals by enabling data-driven decision-making. However,
15% felt that excessive automation might reduce the human touch in HR practices.
Al enhances HR efficiency by automating repetitive tasks and providing actionable insights, as
supported by Leong etal. (2020). However, organizations must ensure that Al complements, rather
than replaces, human interaction to maintain employee trust and satisfaction. The study highlights
that Al significantly transforms HR practices, particularly in recruitment, engagement, and
performance management. While the benefits of Al adoption are evident, challenges such as cost,
privacy concerns, and algorithmic bias remain critical. Organizations must adopt a balanced
approach, integrating Al to enhance efficiency while preserving the human-centric aspect of HR.

7. FINDINGS

The study explored the role of Artificial Intelligence (Al) in transforming Human Resource (HR)
practices based on the responses of 300 participants. Key findings are summarized below, aligned
with the research objectives:

1. The findings of this study revealed that Artificial Intelligence (Al) plays a transformative role
in HR practices, particularly in recruitment, employee engagement, and performance management.
In recruitment, 75% of respondents agreed that Al significantly reduces the time required to hire
suitable candidates, streamlining the process, while 68% reported that Al minimizes unconscious
bias, thereby improving fairness in hiring decisions. Additionally, 70% acknowledged that Al-
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powered chatbots enhance the candidate experience by providing real-time assistance, and 65%
believed that Al-driven analytics during video interviews offer valuable insights into candidates’
suitability. Regarding employee engagement and retention, 72% of respondents felt that Al tools
effectively predict attrition, and 65% agreed that personalized learning through Al platforms
improves employee engagement. In performance management, 68% found that Al provides real -
time feedback and 70% believed that Al reduces bias in evaluations. However, challenges such as
high implementation costs (62%), algorithmic bias (55%), and concerns over data privacy (65%)
emerged, with 50% citing resistance to change as a significant barrier. Despite these challenges,
75% of respondents agreed that Al enhances overall HR efficiency, and 70% felt that it elevates
the strategic role of HR professionals by automating routine tasks. Overall, while Al has a clear
positive impact on HR practices, organizations must address these challenges to fully leverage Al's
potential (Islam et al., 2022).

2. The findings of the study highlighted that Al significantly enhances HR practices, particularly
in employee engagement and retention, with 72% of respondents believing Al tools effectively
predict employee attrition, enabling proactive retention strategies. Additionally, 65% agreed that
Al platforms improve engagement by offering personalized learning and development
opportunities, while 60% noted that Al-based sentiment analysis tools help monitor employee
morale, though 25% expressed concerns about the accuracy of such insights. These findings
underscore the potential of Al to transform HR practices, though challenges related to accuracy
and implementation remain (Ghosh, Mozumder, et al., 2023).

3. The study found that Al plays a crucial role in performance management, with 68% of
respondents agreeing that Al provides real-time, actionable feedback on employee performance,
while 70% believed it reduces subjectivity, resulting in more objective evaluations. Additionally,
60% of participants indicated that Al helps identify high-potential employees for promotions or
leadership roles, demonstrating its value in enhancing both performance assessment and talent
management (Ghosh, Afnan, et al., 2023).

4. The study identified several challenges to Al adoption in HR practices, with 62% of respondents
citing high implementation and maintenance costs as a significant barrier. Additionally, 55%
expressed concerns about algorithmic bias, which could perpetuate discrimination if not properly
addressed, while 65% highlighted data privacy and security as critical issues in Al-driven HR
processes. Furthermore, 50% of respondents noted resistance to change from both employees and
HR professionals, primarily due to fears of job displacement and lack of technical expertise,
emphasizing the need for effective change management strategies to facilitate Al integration
(Rasheed et al., 2022).

5. The study revealed that Al significantly enhances HR efficiency, with 75% of respondents
agreeing that it improves overall HR processes, particularly in decision-making. Additionally, 70%
of participants reported that Al enables HR professionals to shift focus toward strategic initiatives
by automating routine tasks, while 60% believed that Al positively influences employee
satisfaction by fostering a more personalized and data-driven work environment, highlighting Al's
potential to streamline operations and improve employee experience (Hassan et al., 2022).
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The findings demonstrate that Al is significantly transforming HR practices by improving
efficiency, reducing biases, and enhancing employee engagement. However, challenges such as
high costs, data privacy concerns, and resistance to change remain critical barriers to broader Al
adoption. Balancing the human touch with Al-driven automation is crucial for achieving
sustainable success in HR practices.

8. RECOMMENDATIONS

Based on the findings, it is recommended that organizations invest in comprehensive training for
HR professionals to ensure they are equipped with the necessary skills to effectively utilize Al
tools. Additionally, companies should prioritize transparency in Al decision-making processes to
mitigate concerns about algorithmic bias and ensure fairness in recruitment and performance
evaluations (Honey & Hossain, 2024). To address resistance to Al adoption, organizations should
foster a culture of innovation through awareness programs and demonstrate the benefits of Al in
enhancing HR roles rather than replacing them. Furthermore, organizations should implement
robust data privacy and security measures to protect sensitive employee information, and carefully
consider the costs and ROI of Al solutions to ensure they are both affordable and impactful in the
long term (M. Halimuzzaman et al., 2023). Finally, Al tools should be regularly evaluated and
refined to maintain their effectiveness and ensure they align with organizational values and goals
(M. Halimuzzaman et al., 2024).

9. LIMITATIONS

The limitations of this study include the reliance on self-reported data, which may introduce
response biases, such as social desirability bias or inaccurate perceptions of Al’s impact.
Additionally, the sample was limited to 300 respondents, which, while sufficient, may not fully
represent the diverse range of industries and organizational sizes that use Al in HR, potentially
affecting the generalizability of the findings. The study also focused primarily on the perceptions
of HR professionals, managers, and employees, leaving out the perspectives of Al developers or
vendors, who could provide valuable insights into the technical and operational challenges of Al
implementation. Furthermore, the study was cross-sectional, capturing data at a single point in
time, which limits the ability to assess the long-term effects and evolution of Al adoption in HR
practices. Finally, while the study explored several key HR functions, it did not address all
potential applications of Al in HR, such as its role in diversity and inclusion initiatives or its
broader organizational impact.

10. CONCLUSION

In conclusion, this study demonstrates that Artificial Intelligence (Al) is transforming HR practices
by enhancing efficiency, reducing biases, and improving decision-making across recruitment,
employee engagement, performance management, and retention strategies. Al tools, such as
automated recruitment systems and sentiment analysis platforms, have been positively received by
HR professionals, managers, and employees, with the potential to streamline processes and deliver
more personalized experiences. However, challenges such as high implementation costs, data
privacy concerns, algorithmic bias, and resistance to change remain significant barriers to
widespread adoption. Organizations must address these challenges by investing in training,
fostering a culture of innovation, ensuring transparency in Al systems, and implementing robust
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data security measures. Despite these hurdles, Al has proven to be a powerful tool in reshaping
HR, and with proper integration, it can significantly contribute to the strategic evolution of HR
functions.
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