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Abstract 

Background: In developed countries, recruitment agencies are preferring Artificial 

Intelligence (AI) technologies in hiring human resources in companies. AI integration has 

become essential in HRM. AI supports multiple functions such as finding the right employees, 

setting management goals, maintaining institutional knowledge, and modernising work styles.  

Objectives: The study aims to examine the role and benefits of AI in HRM, assess the 

challenges, ethical concerns, and human–AI collaboration, and explore its practical 

applications and future directions. 

Method: The research applies literature review as methodology to collect evidences regarding 

the roles and challenges of AI in the recruitment process through the perspective of the 

Diffusion of Innovation theory.  
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Findings: Findings shows that AI systems show enhanced efficiency throughout candidate 

screening processes and skills evaluation however human supervision stands essential to deal 

with biases and maintain fair recruitment procedures.  

Conclusion: The research concludes that future recruitment will evolve into human-AI 

partnership models instead of machine-only automation while proposing industry standards 

and ethical frameworks and regulatory policies for implementation-guidance.  

Novelty of the study: Unlike previous research, this paper synthesises how AI development is 

transforming human resource recruitment while also highlighting the barriers that hinder its 

effective implementation. A key contribution of this review is the introduction of the concept 

of human-centered AI in HRM, developed in line with Rogers’ Diffusion of Innovation theory.  

Keywords: artificial intelligence, autonomous hiring, machine learning, human Resources  

 

Introduction 

Human Resources Management (HRM) has experienced profound changes through Artificial 

Intelligence (AI) technologies in recruitment processes (Upadhyay & Khandelwal, 2018). The 

adoption of artificial intelligence has become widespread among hiring practices because AI 

provides both tracking systems and qualification assessment algorithms (Bogen & Rieke, 

2018). The technological advancement prompts critical reflection about recruitment direction 

along with self-operating hiring systems potential. AI-driven recruitment finds its strongest 

justification in the information technology (IT) sector because it increases hiring process 

efficiency (Hukkeri & Pol, 2025). Modern recruitment systems use both basic keyword search 

techniques alongside sophisticated machine learning programs which measure candidate 

suitability through multiple qualifications (Raghavan, Barocas, Kleinberg, & Levy, 2020). 

Society remains divided about the path toward self-directed hiring platforms that would 

conduct the entire recruitment process unassisted yet faces numerous technical hurdles 

alongside ethical obstacles. 

AI integration has become essential in HRM. AI supports multiple functions such as finding 

the right employees, setting management goals, maintaining institutional knowledge, and 

modernising work styles. By enhancing the employee experience, AI is revolutionising human 

resources. For leaders, researchers, and HR professionals looking to leverage technology to 

improve employee satisfaction and engagement, it offers insightful information (Jayalakshmi 

& Jayanthi, 2024). Interest in applying AI to HRM is rising in nations like Oman. AI chatbots 

have proven useful to employees in answering their questions and problems. Adoption of AI 

should be a major topic of conversation in organisations since it fits with their objectives. 

Although AI can pose challenges in employee hiring, it offers many advantages in improving 

HRM efficiency. AI needs to be included in organisational goals and HR practices (Al 

Mandhari, 2024). In manual employee selection, it is very difficult to choose the right person 

based only on resumes. AI is helpful in solving this problem (Okeyika, Ibeto, Okere, & Umoh, 

2023). 
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This paper reviews AI adoption in human resource recruitment combined with an analysis of 

future trends and technological developments, then evaluates the possibility along with 

desirability of autonomous hiring systems. The study reviews scholarly publications on AI 

recruitment technology characteristics and explores its impact on fairness as well as diversity 

and candidate experiences and organisational outcomes. The review examines potential future 

developments between AI and recruitment professionals and establishes necessary frameworks 

to deliver technology benefits for all stakeholder groups. 

Statement of the Problem 

AI recruitment technology continues its rapid adoption path while organisations struggle to 

grasp its operational mechanisms which will affect their future operations (Tambe, Cappelli, 

& Yakubovich, 2019). The research investigation builds its primary focus on three fundamental 

matters. First, current evidence about the performance of AI recruitment tools versus classic 

human recruitment systems lacks sufficient documentation especially when recruiting IT 

specialists who require specialised technical aptitudes (van Esch, Black, & Ferolie, 2019). 

Second, organisations fail to overcome difficulties when deciding on AI implementation 

approaches because they lack comprehensive comparable data. Third, the development of AI 

recruitment technology has surpassed the development of necessary governance systems along 

with ethical standards and industry best practices (Sánchez-Monedero, Dencik, & Edwards, 

2020).  

Without proper regulations, new recruiting systems may present significant risks for 

employment discrimination alongside data privacy violations while reducing recruitment 

success. The path of automated hiring systems remains unclear because science has not 

determined the optimal relationship between employing human judgment and algorithmic 

decision making (see Dastin, 2022). Public and private organisations lack suitable plans to 

establish artificial intelligence recruitment protocols that combine ethical practices with large-

scale hiring processes. Research should focus on how AI can automate HR tasks and help create 

smarter teams and decisions (Budhwar, Malik, De Silva, & Thevisuthan, 2022). The literature 

on AI's usefulness in HR tasks is lacking (George, Thomas, Anusha, & Joy, 2021). This 

research will review current AI technology in HRM and evaluates its roles, challenges, and 

future scope. 

Objectives of Study 

This research aims to achieve the following objectives: 

1. To examine the role and benefit of AI in HRM 

2. To assess the challenges, ethical concerns, and Human-Ai Collaboration 

3. To explore practical applications and future directions of AI in HRM  

Diffusion of Innovation (DOI) and the Integration of AI in HRM  

According to Rogers (1983), diffusion is the process by which a new concept or technology 

gradually gains traction among people using various forms of communication. According to 

the theory, people adopt new technology in five main steps: 
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Knowledge: People initially hear about the technology and become familiar with its 

definition and operation. 

Persuasion: They begin to develop opinions about it; some may find it agreeable, while 

others may not. 

Choice: They decide whether or not to test the technology. 

Implementation: They start using it and observe its effects if they choose to use it. 

Confirmation: After using it for some time, they consider its usefulness and determine 

whether to continue or discontinue (Pg. 20) 

 

Figure 1 Diffusion of Innovation Process: Adapted from Roger’s (1983) 

 
Figure 1 illustrates the five steps of the DOI theory as propounded by Rogers (1983). Rogers 

defines diffusion as “the process in which an innovation is communicated through certain 

channels over time among the members of a social system” (Şahin, 2006, p. 5). This theory has 

been used in many fields to understand how innovations spread in society and to identify the 

factors that support or prevent this diffusion (El Malouf & Bahemia, 2025). When a society is 

ready to embrace change, new technologies have a greater chance of becoming widely used. 

Whether a social system accepts or rejects innovation depends on its awareness, cultural values, 

and financial capacity (Rogers, 1983). DOI theory does not, however, ensure that innovations 

will proliferate without incident. For instance, policies, financing, credit availability, education, 

technology supply, and cultural circumstances all have an impact on the adoption of 

agricultural technology. The same applies to HRM. Technological advances often benefit those 

who are already privileged and can afford those (Peixoto et al., 2021). 

In the corporate sector, research should now focus on assessing how Human Resource 

Information Systems (HRIS) are being used in organisations and how AI is helping to support 
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this process (Tariq, Pangil, & Shahzad, 2017). HRIS has improved the way companies operate, 

but adopting it requires proper IT infrastructure, financial investment, skilled human resources, 

and a culture that supports innovation (Tariq et al., 2017). New innovations in institutions can 

face resistance due to the need for large financial investments and a lack of interest in learning 

among employees (Ahmer, 2013). The Diffusion of Innovation (DOI) theory has also been 

used to study how people in Indian society adopt and use smartphone technology (Wani & Ali, 

2015). In this research’s context, the DOI theory helps explain how AI is spreading in HRM 

practices by identifying opportunities, challenges, and future directions. 

Research Methodology 

This research employs a literature review methodology to examine studies on HRM, HRM 

digitisation, and AI innovation in HRM (Snyder, 2019). We organised the process in 

accordance with Snyder’s (2019) four steps: designing the review, conducting it, analysing the 

material, and writing the review. 37 of the 57 peer-reviewed studies on AI in HRM published 

after 2023 out of a total of 57 studies published between 1983 and 2025 were examined. The 

theoretical underpinnings of this study were largely established by publications prior to 2020, 

whereas more recent works demonstrated the increasing impact of generative AI, especially 

after ChatGPT was released in late 2022 (Haleem et al., 2022). The chosen studies covered a 

wide geographic range and were written in English. 

Because Google Scholar is free, easily accessible, and covers a large number of scholarly 

publications, relevant articles were found using it (Younger, 2010). The query AI AND HRM 

was used in a Boolean search strategy (Ugwu & Opah, 2023). Three criteria were used to 

evaluate the publications' quality: (i) their applicability to the study's goals; (ii) their publication 

in peer-reviewed journals; and (iii) their methodological rigour and transparency (see Nemec 

et al., 2020). To direct data management, a review framework was created. Every document 

was methodically reviewed and documented in an Excel document. Each study was examined, 

important conclusions and arguments were noted, they were paraphrased, and the relevant 

citations were added. ATLAS.ti was then used to generate initial codes inductively, which were 

then combined into more general themes (Lewis, 2016). The findings, which are shown in the 

following section, were organised according to these emergent themes. 

Current discussions and debates regarding the integration of AI in HRM are reflected in our 

thematic organisation (Bin-Qiang et al., 2024). The chosen literature supports the goal of this 

investigation and directly addresses problems pertaining to AI in HRM. To guarantee academic 

quality and standards, these works underwent a thorough review process (Farrukh & Sajjad, 

2023). The following section presents the findings organised under thematic headings. 

Findings 

The research yielded several significant findings regarding the current state and future 

trajectory of AI in human resource recruitment. These findings are catetorised into: the role 

and benefits of AI in HRM; Challenges, ethical concerns, and Human-AI collaboration; and 

practical applications and future directions of AI in HRM.  
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The Role and Benefits of AI in HRM 

A progressive company is always searching for talented individuals based on merit. According 

to AL Daradkeh & Al-Zoubi (2024), businesses cannot overlook AI's role in hiring and training 

in the modern era. AI also helps organisations measure employee performance and 

contributions by recording, tracking, and analysing employee data. Management is able to 

better understand employee experiences and enhance the workplace as a result. But in order to 

advance professionally, staff members must also become familiar with and adjust to AI tools 

used by their company (AL Daradkeh & Al-Zoubi, 2024). Accuracy and data automation are 

just two advantages of using AI in HR. Additionally, it saves management money and time 

when hiring new staff (Nawaz et al., 2024). AI is being used more and more in HRM to improve 

the intelligence and efficiency of processes. It is especially useful in candidate sourcing, 

screening, assessments, and engagement (George et al., 2021). Ahmed (2018) informed AI 

robots like Sophia can interact with people using human-like expressions. Robotic tools are 

increasingly used in recruitment and HR functions. These tools help predict how a candidate 

could support the growth of an organisation. 

Orosoo et al. (2023) admitted that companies are always looking for skilled and market-ready 

employees. The AI revolution has made this easier by automating the selection process in HR 

functions. It is also important to bridge the gap between AI and HRM because AI supports staff 

planning, job description development, staff capacity building, and task distribution. AI also 

helps analyze HR data. Therefore, AI plays a vital role in institutional HR functions. Hijazi 

(2025) agreed that AI supports HRM in three key areas: recruitment, performance evaluation, 

and employee engagement planning. It positively impacts HRM by helping managers build 

better relationships with staff. AI also offers personalised suggestions and feedback. Using data 

to predict future trends allows management to plan employee development and achieve 

organisational goals. 

The use of AI in organisations is widespread due to globalisation and rising competition. 

Haridasan (2023) persuaded that companies are increasingly prioritising HRM to recruit the 

right candidates and promote employee growth. Traditional HR strategies are being replaced 

by technology for talent hunting, managing employees, offering benefits, and tracking 

organisational knowledge. However, many institutions still rely on manual communication due 

to a lack of AI awareness. AI helps screen candidates, plan employee training and development, 

and significantly reduce hiring costs since external consultants are not needed. AI also enables 

continuous staff appraisal without overburdening managers. 

AI is increasingly used in HRM in both national and international organisations. Budhwar et 

al. (2022) agreed that AI has improved team efficiency and business outcomes. In HRM, AI 

helps make long-term decisions and find solutions to problems. More research is needed to 

understand how AI can improve HRM practices. In large organisations, AI is also used to 

develop virtual assistants to interact with customers. Many institutions are using AI-based 

intelligent technologies to manage their human resources. This innovation supports 

organisational growth and helps define a clear vision. However, AI should not only be used for 

https://doi.org/10.3126/njmr.v8i1.76481
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selecting employees. It also has many unexplored uses that could benefit organisations (Palos-

Sánchez et al., 2022). 

Numerous HR tasks, such as hiring, work division, staff engagement, and appraisal, are routine 

in organisations. These tasks take time and effort. AI can manage them effectively, negating 

the need for specialised personnel. It also helps screen CVs more effectively, lowering the 

burden on the HR team. Many organisations are now using AI-based recruitment systems to 

select the best candidates (Bhagyalakshmi & Maria, 2020). Developing human capital is a key 

priority for any organisation, and AI can help. It facilitates career advancement, skill 

development, and individualised learning. AI makes employees more efficient and creates a 

positive work environment by reducing bias. AI systems can detect which employees are 

meeting their goals and suggest training for those underperforming. AI is crucial for smart 

working, quick report generation, and achieving organisational goals (Ghedabna et al., 2024). 

Technological advancements have improved HR management in both public and private 

sectors. Shastri (2024) admired that AI is helpful in managing employees and making key 

decisions with organisational goals in mind. It saves human labour by assisting with talent 

screening, shortlisting applicants, and interview scheduling. Ensuring ethical practices, 

avoiding bias, and ensuring AI benefits all employees are the challenges. Research on how to 

completely incorporate AI into HRM is still lacking (Shastri, 2024). AI makes recruitment 

easier and saves time and resources. Rismayadi (2024) claimed that AI helps in performance 

tracking and employee skill development through personalised learning. AI tools support 

evidence-based HR planning with in-depth data analysis. 

AI is widely used in HR management. Companies use AI to train staff and support their career 

growth. This improves employee efficiency and helps streamline the HR process in business 

environments (Masa’d et al., 2024). HR can benefit from AI in five main areas: task 

automation, efficient use of HR data, improving human capabilities, workplace relationship 

transformation, and work environment redesign (Dima et al., 2024). Dima et al. (2024) further 

added that AI integration should be a top priority in organisations. Important stakeholders who 

support AI should help create a suitable environment for its adoption. More research is needed 

to understand how AI is transforming HRM and boosting organisational performance. HRM in 

the 21st century is no longer traditional. Fenwick et al. (2024) clarified that AI uses data-

informed decision-making systems and is supported by technology to meet market demands. 

The rise of AI is systematically changing the roles of HR professionals. These days, they must 

evaluate data, forecast future labour requirements, and establish ambitious HR objectives that 

complement overarching business objectives. AI integration is generally favoured since these 

developments are contributing to increased value creation in organisations. However, prior 

research on this topic is scarce (Fenwick et al., 2024). 

AI enables businesses to generate value in a cutthroat market and become more customer-

focused. It supports automation in various areas, including HR (Mehrotra & Khanna, 2022). 

After COVID-19, remote work and online communication became common. AI made these 

practices more efficient. AI is utilised in HR for hiring, training, assigning tasks, monitoring 

https://doi.org/10.3126/njmr.v8i1.76481
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performance, and organising staff development. It is anticipated that AI's contribution to HRM 

will only increase in the future (Priya, 2021). AI has changed how employees and employers 

interact. It supports HR by making learning and development more accessible, which keeps 

teams motivated. AI is now used in strategic HR planning to obtain data-driven insights for HR 

functions such as job design (Tuffaha et al., 2021). AI also aids in employee retention because 

it can forecast employee turnover and analyse data, which enables businesses to make better 

plans and create more welcoming workplaces to keep employees from quitting (Azeem et al., 

2024). AI is useful in designing different training modules for employees that can improve 

their performance and help achieve organisational goals. It can also assist in planning better 

staff welfare programs. These positive changes in the workplace can strengthen the team and 

improve the organisation's ability to compete in the market (Shi, 2021). 

The five stages of AI's diffusion in HRM are explained by Rogers' (1983) DOI theory, which 

also highlights the advantages and functions of AI. Organisations learn about AI's potential 

during the knowledge stage, as evidenced by robots exhibiting human-like interactions 

(Ahmed, 2018). The next step is persuasion, where advantages like cost savings, automation, 

and accuracy promote adoption (Nawaz et al., 2024). AI supports career development, talent 

screening, and interviews during the decision stage, which entails tangible choices (Shastri, 

2024; Ghedabna et al., 2024). AI applications in staff planning, performance monitoring, and 

training are the main areas of implementation (Hijazi, 2025; Rismayadi, 2024). Lastly, 

companies acknowledge AI's long-term strategic value during the confirmation stage and 

integrate it into HR procedures to boost competitiveness (Mehrotra & Khanna, 2022). 

Challenges, Ethical Concerns, and Human-AI Collaboration 

AI's application in HRM is not a panacea. The use of AI in human welfare-related fields, such 

as hiring, is frequently questioned from an ethical standpoint. Maintaining a human-centered 

hiring process becomes increasingly difficult as AI takes over (Gupta, 2024). HR performs a 

variety of tasks, such as hiring, recruiting, and performance reviews, according to Saxena 

(2020). AI devices still need human supervision, and a human-AI partnership frequently 

produces superior outcomes. Internal resistance and a lack of knowledge or expertise among 

employees have caused many organisations to adopt AI slowly. To meet the changing goals 

and workforce needs of their organisations, HR professionals need to stay up to date on AI 

technologies. 

Saraswathi et al. (2023) praised that AI can interpret staff data, and HR teams can use it to 

make informed decisions, align staff capabilities with institutional goals, and improve 

performance. But AI might be biased, which would raise questions about transparency and data 

privacy. Many workers worry that automation will cause them to lose their jobs. AI in HRM 

brings many benefits like building a competitive work culture, making smarter decisions, and 

customising HR practices to fit individual needs. But there are organisational challenges too, 

which is called institutional inertia that resists change in the organisation (Samadi et al., 2024). 

According to Rosário (2025), AI algorithms may exhibit bias that is incompatible with fairness, 

and organisational resistance can impede the adoption of new technology. The integrity of an 
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institution may be threatened by problems like data transparency. Workers may also feel uneasy 

because they believe AI will cut down on their working hours. Technology, people, 

transparency, and equity must be the main priorities of AI integration in HRM. Organisations 

need to keep up with changing times by adopting technological innovations to stay competitive. 

Soni (2022) added that innovation in HRM determines how an organisation performs among 

its competitors. That’s why many companies are using AI, automation, and robotics to work 

more effectively. This has reduced their workload. AI and HR teams are now working together 

to develop a technological strategy that is human-centered. AI aids in monitoring worker 

performance and directing their professional development. To fully benefit from AI, however, 

most employees must adjust as they are not yet properly trained in its use. 

With the use of technologies like chatbots, robotics, and predictive analytics, AI is also 

assisting in business decision-making. However, Sucipto (2024) discovered that there are 

difficulties in incorporating AI into HR, particularly when it comes to employee training. Many 

worry that AI will replace them or that they won't adapt. By resolving issues that were 

previously handled by human interaction, AI may also erode teamwork. AI must therefore be 

used in conjunction with human-centered strategies to foster development and collaboration. 

Because machines lack human emotions and comprehension, managing humans with machines 

can be difficult. This could result in a dehumanising work environment where employees lose 

their emotional connection to their jobs and feel like robots (Bujold et al., 2023). 

Due to its increased efficiency, AI is taking over many human jobs. Employees fear that as 

businesses rely more on AI and robots, human input will become less necessary. AI should be 

used as a tool to help, not as a substitute. To guarantee moral judgements and lessen prejudice 

in AI systems, human supervision is required (Rana, 2018). AI has increased organisational 

effectiveness and decision-making. But issues like data privacy and algorithm bias could hurt 

long-term goals (Ahmad, 2024). AI systems can be biased due to how they are programmed. 

Ethical concerns like data privacy and transparency must be considered (Ghedabna et al., 

2024). Despite the multiple organisational challenges, using AI in HR is becoming unavoidable 

(Ahmad, 2024). 

The challenges and ethical concerns of human–AI collaboration can be seen through Rogers’ 

(1983) DOI stages. In the knowledge stage, Although AI helps with HR tasks, human 

supervision is still necessary (Saxena, 2020). Organisations understand the advantages of 

persuasion, including better performance and decision-making (Saraswathi et al., 2023). The 

decision stage raises dilemmas, with ethical issues in recruitment and the need for a human-

centered approach (Gupta, 2024). During implementation, resistance, bias, and fears of job loss 

appear, making transparency and fairness essential (Rosário, 2025). In confirmation, long-term 

worries emerge as AI replaces human roles, stressing the importance of oversight to ensure 

ethical use and sustainability (Rana, 2018). 

Practical Applications and Future Directions of AI in HRM 

AI innovation needs to be practically implemented in an organisational setting. However, 

Williams et al. (2024) argued that many institutions are still hesitant to adopt AI in HRM 
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because they lack knowledge about its use and potential benefits. Without proper employee 

capacity-building plans, they continue using traditional methods. Additionally, HR employees 

lack modern skills. Nonetheless, organisations that use AI in HRM can boost worker 

productivity and lessen stress at work. Despite fears of job loss, Williams et al. (2024) added 

that many organisations now use AI for smart communication systems, personalised learning, 

self-service tools, and staff development. This technological shift greatly enhances workplace 

productivity and planning. 

AI is useful for making strategic decisions. It ensures the team understands the decisions being 

made and how they will be affected (Albloush et al., 2025). AI in HRM aids in the assessment 

of employee pay increases as well. However, current technology is not very effective at 

addressing employee satisfaction or including it in HR strategies. It's important that employees 

are happy to remain productive, but AI has limitations in this area (Afzal et al., 2023). In some 

cases, robots have begun working alongside humans in HR. The goal of these human-robot 

partnerships is to enhance overall performance through HR planning and tasks (Mathushan et 

al., 2023). The majority of offices are now digital. AI uses filters to rapidly screen candidates, 

and physical resumes are no longer used. HR departments now devote more of their time to 

strategic planning and less to hiring. Tools like 360-degree feedback have made the hiring 

process faster and more effective (Arora & Kumari, 2021). AI helps organisations become 

more customer-focused and create value in a competitive environment. It supports automation 

in various areas, including HR (Mehrotra & Khanna, 2022). 

To get the most out of this technological revolution, it is important to address the negative 

perceptions that exist regarding AI in HRM. Workers may worry about losing their jobs as a 

result of automation. AI also necessitates a large financial investment and highly qualified 

personnel (Rismayadi, 2024). Employees must therefore receive training and ongoing 

engagement in order to adjust to AI. Institutions should also make plans like partnering with 

universities, developing talent, and involving employees in AI implementation to strengthen 

HRM (Rismayadi, 2024). In a similar vein, Saraswathi et al. (2023) proposed that in order to 

overcome these deterrents, employees should constantly enhance their technological 

proficiency and organisations should close the gap between AI and human labour. 

AI is a breakthrough for HRM, enabling predictive analysis and better documentation of 

employee experiences. For AI to thrive, institutions must adopt a data-driven culture and 

develop strong data governance. Pandey & Sharma (2023) are optimistic that AI is expected to 

take over many jobs, but human intelligence is still important for decision-making because it 

includes emotional and cultural understanding. AI makes fast, data-based decisions, but both 

AI and humans need to work together for the best outcomes. Their cooperation should promote 

organisational development, and neither should be in charge. 

The future directions and real-world uses of AI in HRM are demonstrated by Rogers' (1983) 

DOI theory. Adoption is hampered in the knowledge stage by low awareness and inadequate 

staff training (Williams et al., 2024). The advantages of AI in digital hiring, candidate 

screening, and feedback tools are made clear during persuasion (Arora & Kumari, 2021). The 
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decision stage identifies obstacles that need to be addressed for effective use, such as 

unfavourable perceptions (Rismayadi, 2024). Development of skills and methods to combine 

AI with human labour are necessary for implementation (Saraswathi et al., 2023). In 

conclusion, it is confirmed that AI will play a significant role in the future, but human 

intelligence is still essential for making culturally sensitive decisions (Pandey & Sharma, 

2023). 

Discussion 

Scholars agree that AI in HRM brings many benefits such as building a competitive work 

culture, making smarter decisions, and customising HR practices to fit individual needs. 

Through improved hiring practices, these innovations are enhancing HR effectiveness and 

advancing organisational development (Ahmed, 2018). Pramod & Jhansi Rani (2023) assert 

that HR serves as a liaison between management and staff, and that communication is essential 

to fostering collaboration and trust. Employee performance, career advancement, and well-

being must be important to management. AI can help with data-driven decision-making, 

performance monitoring, and automated human resources tasks in this context. In addition to 

helping with hiring, onboarding, and performance reviews, it can foster a more cooperative 

workplace. When HR managers use AI tools to find skill gaps through data insights, 

professional training and development opportunities that support employee retention are made 

possible. This has increased employee productivity (Khadka & Khadka, 2024). Because 

choosing the right team and developing their capabilities is essential to accomplishing 

organisational goals, using AI is therefore significant in all kinds of businesses today. Business 

growth depends on meeting customer needs, which is largely accomplished by an astute and 

focused HR team. To assist with hiring, administrative duties, and employee evaluation, the 

HR staff requires frequent training in AI, automation, data analytics, and prediction tools 

(Priyadarshinee & Baliarsingh, 2023). 

At the same time, multiple challenges and ethical concerns exist in integrating AI into HRM. 

AI is becoming more popular because it helps HR professionals improve their skills (Veshne 

& Jamnani, 2024), but not all companies fully trust or use it. Ethics are also a key value in 

today's business models (Lama et al., 2025). Some problems are that HR tasks are hard, there 

isn't enough data, there are moral concerns about fairness and legality, and employees don't 

like decisions made by AI (Priyadarshinee & Baliarsingh, 2023). Lutfi & Mohammadi (2025) 

said that a lot of workers don't know how to use AI, and some would rather do things by hand. 

Ethical issues also arise because AI may make decisions that are not always fair or rational, 

and data misuse is a risk if platforms are not secure. Still, the advantages of AI outweigh its 

drawbacks. Solutions include upskilling employees, promoting ethics in AI use, and combining 

AI with human-centered approaches to maintain oversight and data privacy. To fully benefit 

from AI, organisations must empower their workforce and foster a positive work environment 

(Chowdhury et al., 2022). 

AI is becoming more and more recognised as essential to the expansion and competitiveness 

of organisations. With AI and machine learning fostering employee professionalism and 
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enhancing supply chains, it signifies a significant change in HRM. How to balance technology 

with interpersonal communication, collaboration, and intuition is still the main point of 

contention, though. Collaboration between humans and AI is crucial for productivity (Basnet, 

2024). The ongoing process of human resource development keeps workers abreast of market 

demands and boosts their commitment to their jobs (Chaudhary & Chaudhary, 2022). 

According to the DOI theory, incorporating AI into HRM makes businesses more competitive 

and prepared for the future. Our results demonstrate how AI influences HRM roles and benefits, 

tackles ethical issues and difficulties in human-AI collaboration, and investigates real-world 

uses and potential future paths. AI is a new innovation gradually transforming HR work. 

According to DOI, innovation spreads through communication channels over time among 

members of a social system, moving through the stages of knowledge, persuasion, decision, 

implementation, and confirmation (see García-Avilés, 2020). Findings from this research 

reveal that AI is rapidly diffusing into HRM practices. While developing nations continue to 

struggle with issues like inadequate infrastructure, a shortage of skilled labour, and 

cybersecurity threats, many businesses in developed nations have advanced to the confirmation 

stage and are integrating AI into HR systems (Ogba-Amaugo, 2024). These dangers have the 

potential to harm reputations and result in data leaks. The difference in AI capabilities 

demonstrates the growing digital inequality that Rogers' (1983) DOI theory cannot adequately 

account for (Farahani & Ghasemi, 2024). The HRIS model is still useful, but it needs to be 

modified to fit the objectives and environment of each company (Mauro & Borges-Andrade, 

2020). 

The world is now moving toward Industry 4.0, driven by digital transformation. Concerns 

remain that growing reliance on technology may push aside human involvement and 

intelligence. Thus, the relationship between technology, people, and organisational culture is a 

key area of study for sustainable industrial growth (Ammirato et al., 2023). The use of 

information technology in HR also creates competitive advantage and more effective work 

environments, with positive impacts on HR functions (Obeidat, 2012). Human–AI 

collaboration, as shown in Figure 2, can generate better outcomes in HRM, although there is 

still debate about how to balance technology with human interaction, teamwork, and intuition.  
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Figure 2 Human-Centered AI in HRM (Developed by the authors) 

 
 

Conclusion 

AI is now widely used in many aspects of human life, including HRM in businesses. It can 

serve a variety of beneficial purposes, such as hiring the best candidates, organising employee 

training, and forecasting how to utilise workers’ full potential, including securing their long-

term commitment. One of the main benefits of AI in HRM, such as enhanced efficiency and 

accuracy, can be explained in DOI terms as a relative advantage. However, there are many 

obstacles to overcome when implementing AI in HRM. These include a lack of requisite skills, 

algorithmic bias, institutional resistance to change, ethical concerns, and inadequate AI 

infrastructure. One type of perceived complexity that erodes adoption trust is algorithmic bias. 

DOI claims that these obstacles slow down adoption in various contexts by influencing 

innovations as they progress through the phases of knowledge, persuasion, decision, 

implementation, and confirmation. These issues may also exacerbate the digital divide between 

developed and developing countries when it comes to the application of AI in HRM. In the 

future, human-centered approaches should be given priority in AI applications in HRM. This 

entails fusing human emotional intelligence with AI's analytical powers to produce better 

results with less bias, more robust ethical standards, and enhanced data security. Researchers 

can delve deeper into topics like creating AI-based HRM start-ups that offer readily usable 

tools, train staff, and encourage human-AI cooperation. In this way, academics, companies, 

and policymakers can draw on the research’s conclusions about the advantages (e.g., relative 

advantage), difficulties (e.g., perceived complexity), and future directions of AI in HRM—

together with insights into how this innovation diffuses across DOI stages—to guide HRM 

development in the AI era. 

Major Debate: Balancing technology with human interaction, teamwork, and intuition 
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