
Intelligence (AI) and Machine Learning (ML) models in Human 
Resource Management (HRM). AI and ML have revolutionized the 

various HR functions. Leveraging AI and human intelligence can 

consideration of the applications, trends, and challenges involved. 
The study discusses the use of AI and ML in recruitment and 
selection, performance management, training and development, and 
employee engagement. The study suggests that AI and ML have the 
potential to transform HRM and improve the overall performance 
of organizations. However, it is important to consider ethical issues 
and ensure that these technologies are used in a fair and unbiased 
manner.
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John McCarthy, Stanford Professor coined the term AI, in 1955. He 

and engineering of making intelligent machines. An American 
computer programmer Arthur Samuel coined the term machine 
learning (ML). It is a branch of AI which emphasis the “use of 
data and algorithms to imitate the way that humans learn, and 
improving its accuracy over a period of time” Manning C (2020).  
There are three major stages of AI - weak or narrow AI (ANI), 
strong or general AI (AGI) and super AI (ASI). ANI performs only 

“the ability to think and make decisions just like us humans”. 
ASI is the stage where machines will surpass human beings. It 
is a hypothetical stage. As of now, only ANI has been achieved 
successfully. It is believed that AGI can be achieved in a few years’ 
time (Lateef, 2023). 

intelligence (AI) market was valued at nearly $ 59.67 billion in the 
year 2021.  It is expected to reach a value of $ 422.35 billion by 
2028 (Bloomberg, 2022). Today, machines are making business 
decisions with or without human intervention. Machines 
performing repetitive tasks that humans are already doing is 
considered as Assisted Intelligence. Here humans make decisions 
though machines can perform actions. Augmented Intelligence 
enable humans to perform better and more than what they are 
currently capable of doing. Here both humans and machines 
collaboratively take decisions and machines perform the actions. 
In Autonomous intelligence, Machines perform the tasks on 
their own without human intervention. Here, only machines are 
taking both decisions and actions (Walch, 2020). According to 

circumstances, historical events, and situations. There are some 



clear differences between HI and AI. AI can work at a high speed, 
24*7 and without any breaks. Machines do not have emotions, treat 
everything uniformly and handle all situations without any bias. 
HI also has some advantages over AI. Humans are very good at 

and environments. They can manage diverse situations better.

According to  the survey conducted by Society for Human Resource 
Management (SHRM), participated by HR professionals of 
organizations of all sizes in a different industries across the United 
States  in the year 2022, it’s found that  nearly 1 in 4 companies use 
automation  or AI to support HR-related activities. Organizations 

in the following functions of HR. Recruitment and hiring (79% 
of participants responded) ,  Learning and development (41%) , 
Performance management (38%) ,  Productivity monitoring (18%) ,  
Succession planning (8%) ,  Promotion decisions (4%)  (SHRM, 2022) 

Mobinius 2020) observed that AI will surely have an impact on the 
human resources department. 

Nankervis et al. (2021) observed that AI powered system improves 

effective management of H R functions like planning, recruitment, 
selection, training, compensation and HRM by applying Expert 
Systems. Qamar et.al (2021) emphasized the application of Fuzzy 

force design. Further, they discussed the importance of ANN used 
in personnel planning and performance management. Hamilton and 

manager’s decision making and turnover prediction. Sánchez et.al 
(2022) found that most of the literature is focused on the applications 
of AI on HRM especially only on recruitment and selection. There is 
further scope to implement AI system to other HR sub groups. 



Anderson (2022) discussed  that AI is making a huge positive 
difference in the following HR operations and processes : talent 

learning and training programs, support for decision making, 
automating time-consuming administrative tasks, higher retention 
of employees or predict employee turnover and human resource 
forecasting. 

AI driven recruitment software minimizes the biases and recruit 
the best talent. HR chatbots and Virtual reality AI solutions train 
and engage onboard employees by communicate directly with 
them. AI analytics can predict the workers sentiments and feelings 
such as depression, stress level to improve the interpersonal 
relationships. Further, AI analytics can be used for real time 
assessment of employees, personalized skill enhancement and 
optimizing the HR budget. AI powered health monitoring tools 
are used for understanding employee’s wellness and suggesting 
them accordingly. (www.sap.com)

Implementing AI in HRM can be a challenging task due to various 
factors, including data privacy concerns, ethical considerations, 
and the potential for bias in AI algorithms. Here are some of the 

access to large amounts of personal and sensitive data, such as 
employee performance reviews, salary details, and health records. 
Ensuring the security and privacy of this data is crucial (www.
hrinasia.com). 

Abdeldayem and Aldulaimi (2020) observed that the necessary 

necessary skills. Connelly et al (2020) highlighted the challenge 
of employees accepting and implementing the decisions made 
by the AI powered system transparently. Further there is another 
challenge to monitor some employees such as gig workers who 



evolutions leads employees to feel job insecure and increase turnover. 
Further they discussed in their study that employee’s negative 
thinking towards advanced technological disruptions is important 
hurdle to adopt and implement AI technologies in the organization. AI 
algorithms may be biased, leading to unfair treatment of employees.  
Floridi and Cowls (2019) discussed the need for ethical considerations 
when implementing AI in HRM and propose a framework to ensure 
that AI is developed and used ethically. 

improve HR practices, functions and employee satisfaction. AI can 
automate and streamline many HR processes, functions, reduce bias, 
and enhance employee experience. However, organizations need to 
be aware of the ethical implications of using AI and address employee 
concerns and Challenges to fully leverage its potential. Overall, the 
adoption of AI in HRM can lead to better HR practices and outcomes, 
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