International Journal of Multidisciplinary Research and Publications

ISSN (Online): 2581-6187

Influence of Artificial Intelligence on Human
Resource Management with Special Emphasis on
Recruitment, Performance Evaluation, Employee

Engagement and Ethical Considerations

R. Padmajal
!Associate Professor, Department of Business Management, Krishna University, Rudravaram, Machilipatnam, Andhra Pradesh,
India, 521004
Email address: padmajapeddireddi@rediffmail.com

Abstract - The aim of the research study is to investigate the impact
of artificial intelligence (Al) on human resource management (HRM).
It investigates the influence of Alon a variety of HR functions,
including  recruitment, performance evaluation, employee
engagement. The paper endeavors to offer an extensive examination
of the benefits and challenges of incorporating Al into HRM by
analyzing the collected data and reviewing the existing literature.
The findings indicate that Al presents challenges, including the
necessity for continuous upskilling of HR professionals and ethical
considerations, despite the fact that it offers substantial advantages
in efficiency and accuracy.
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l. INTRODUCTION

Artificial intelligence (Al) has quickly revolutionised different
domains, and human resource management (HRM) is no
different. Al technologies, such natural language generation,
speech recognition, machine learning platforms, virtual agents,
Al optimized hardware, robotic process automation, text
analytics and natural language processing (NLP), emotion
recognition, image recognition, marketing automation and
predictive analytics, offer the opportunity to transform HR
functions by improving efficiency, accuracy, and strategic
decision-making. This article explores the implications of
artificial intelligence on HRM with a focus on recruitment,
performance appraisal, employee engagement and decision
making processes. This research aims to provide an in-depth
understanding of Al's role in HRM by examining both the
benefits and challenges of Al integration.

Il.  REVIEW OF LITERATURE

A. According to Nawaz N et al. (2024), their study shows that
employing Al in HRM has promising results, and each
outcome is connected to the others and influences the other
outcome factors.

B. According to Vrontis et al. (2021), successful Al
application in human resource management requires
effective change management tactics.
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. Al

. Al systems provide real-time performance monitoring and

personalised feedback, allowing for more accurate and
timely assessments (Raisch & Krakowski, 2021).

. Al-powered platforms provide ongoing communication

and feedback, leading to increased employee engagement
and satisfaction (Sharma & Bhatnagar, 2021).

. According to Gifford and Westermann (2020), Al can

discover trends in employee behaviour, allowing managers
to address engagement concerns proactively.

to Zhang and Yang (2020), artificial
intelligence will significantly impact the future of work
and human resources practices.

. HR professionals need to learn new skills to better

understand and use Al-generated data (Wilson et al.,
2019).

in HRM raises questions about data privacy,
transparency, and justice (Dattner et al., 2019).

Al adoption is changing conventional HR positions,
necessitating technical skills and adapting to new tasks
(Parry & Battista, 2019).

Data integration, system interoperability, and reluctance to
change are among the problems faced while integrating Al
into HRM (Jarrahi, 2018).

. Al technologies like resume screening software and

chatbots have made the recruitment process more efficient,
resulting in faster hiring and better candidate matching
(Davenport, 2018).

. Upadhyay and Khandelwal (2018) opine that Al-driven

recruiting tools improve objectivity by reducing human
bias in applicant selection.

. Brougham and Haar (2018) in their study, have addressed

issues about data privacy and algorithmic bias in
performance evaluations.

. According to Jesuthasan (2017), Al can detect skill gaps

and offer appropriate training to promote continuous
learning.

. Al analytics provide HR managers meaningful information

to improve strategic decision-making (Marler & Boudreau,
2017).
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. According to Bondarouk and Brewster (2016), the future
of Al in HRM includes predictive analytics, virtual reality
training, and Al-driven wellness initiatives.

. Tene and Polonetsky (2013) emphasise the need for ethical

principles and legislative frameworks to control Al in HR.

According to Burbach and Royle (2010), artificial

intelligence (Al) may help HR practitioners concentrate on

strategic responsibilities.

I1l.  RESEARCH GAP

Although there is a considerable amount of research
discussing the advantages of Al in HRM, it is crucial to
conduct empirical studies that offer quantitative evidence
regarding the influence of Al on specific HR functions.
Furthermore, it is crucial to thoroughly examine the ethical
implications and challenges associated with integrating Al into
HRM in order to establish comprehensive guidelines and best
practices.

IV. OBJECTIVES

A. To analyse the impact of Al on various HR functions, such
as recruitment, performance evaluation and employee
engagement.

B. To explore the advantages and difficulties linked to
incorporating Al into HRM.
C. To offer suggestions on how to effectively utilise Al in
HRM while taking ethical considerations into account.
V. HYPOTHESIS
H1: Al integration in HRM significantly improves the

efficiency and accuracy of selected HR functions.
H2: Use of Al in HRM presents ethical challenges that need to
be addressed to ensure fair and transparent practices.

VI. DATA COLLECTION

A. Population: The population for the study includes HR
professionals working in various industries across India.
Sample Size: A total of 125 HR professionals were
surveyed and interviewed for this study.

Sample Frame: The sample frame consisted of HR

professionals active on Linkedln, ensuring a diverse

representation from different sectors and regions.

. Population Frame: The population frame includes all HR
professionals working in organizations that have adopted
Al in their HR processes.

Sampling Technique: A simple random sampling
technique was used to ensure that each HR professional
within the sample frame had an equal chance of being
selected.

Data Collection Method: Primary data was collected using
a mixed-method approach, combining both quantitative
and qualitative data. A structured survey was distributed to
HR professionals to gather quantitative data, while semi-
structured interviews were conducted to collect qualitative
insights. Secondary data was collected through relevant
literature and reports to support the primary data findings
and provide a comprehensive understanding of the subject.

B.

C.
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VII.

Hypotheses were tested and findings were interpreted
using the statistical methods used in the study. The methods
employed and the results are as follows:

Descriptive Statistics: In order to provide a concise summary
of the demographic data and the important factors, descriptive
statistics were used. It was discovered, that the average
amount of time it takes to recruit people is 15.4 days, with a
standard variation of 3.2 days. The average score is 4.2 out of
5 for job rating accuracy with a standard deviation of 0.8. The
average score for employee engagement was 4.1 out of 5, with
a value of 0.6 representing the standard deviation.

Reliability Test: An evaluation of the survey instrument's
reliability was carried out with the help of Cronbach's alpha,
which produced a coefficient of 0.82. This result indicates that
the instrument has a high degree of internal consistency and
reliability.

Correlation Analysis: The purpose of the correlation analysis
was to investigate the connections that exist between the
incorporation of Al and the different HR roles already in
place. The considerable positive association between the
integration of Al and HR efficiency was shown by a
correlation value of 0.67 (p < 0.05), showing a strong and
favourable relationship. The correlation coefficient for the
integration of artificial intelligence and HR accuracy was
found to be 0.72 (p < 0.05), while the correlation coefficient
for Al integration and employee engagement was found to be
0.55 (p < 0.05).

Regression Analysis: In order to test the hypotheses and
identify the influence that Al has on HR functions, regression
analysis was used. It was shown via the regression models that
the incorporation of artificial intelligence had a noteworthy
and favourable effect on human resource efficiency (p = 0.67,
p < 0.05), HR accuracy (B = 0.72, p < 0.05), and employee
engagement (B = 0.55, p <0.05).

Hypothesis Testing:

H1: Al integration in HRM significantly improves the
efficiency and accuracy of selected HR functions.

Result: Accepted. There was a considerable favourable
influence of artificial intelligence (Al) on human resource
(HR) efficiency (B = 0.67, p < 0.05) and HR accuracy ( =
0.72, p < 0.05), as revealed by the regression analysis.

H2: The use of Al in HRM presents ethical challenges that
need to be addressed to ensure fair and transparent practices.
Result: Accepted. The hypothesis was supported by the
findings of a qualitative analysis of interview data, which
revealed issues surrounding data privacy, openness, and
algorithmic bias.

DATA ANALYSIS AND RESULTS

VIIl. FINDINGS

A. Al technologies have the ability to simplify human
resource operations, hence lowering the amount of manual
burden and time spent on repeated activities. This is shown
by a substantial positive correlation (r = 0.67, p < 0.05)
and regression coefficient (p = 0.67, p < 0.05), indicating
that Al technologies result in enhanced efficiency.
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There is a substantial positive correlation (r = 0.72, p <
0.05) and regression coefficient (B = 0.72, p < 0.05)
between Al-driven tools and improved accuracy in human
resource tasks such as recruiting and performance
assessment. This improves the accuracy of HR solutions.
There is a substantial positive correlation (r = 0.55, p <
0.05) and regression coefficient (B = 0.55, p < 0.05)
between artificial intelligence and employee engagement,
indicating that Al has a beneficial impact on employee
engagement.

Data privacy, transparency, and fairness are critical ethical
considerations highlighted in qualitative interviews.

IX.

It is recommended to create extensive ethical standards to
regulate the use of Al in HRM, guaranteeing transparency
and fairness.

It is recommended to provide resources towards ongoing
training and development programs for HR professionals
in order to improve their technical abilities and
competency in Al.

It is recommended to foster cooperation between the HR
and IT departments in order to enable the effective
integration of Al and interoperability of systems.

. It is recommended to consistently oversee Al systems for
biases and errors, and apply necessary corrective actions.

SUGGESTIONS

X.

Efficiency and accuracy in recruitment, performance
evaluation and employee engagement are all areas that stand
to gain significantly from the use of Al into human resource
management. However, it also poses problems, such as the
necessity for HR professionals to continuously improve their
skills and that ethical issues must be taken into account.
Companies will be able to improve their human resources
activities and make strategic choices that contribute to the
success of their businesses if they handle these difficulties and
successfully use artificial intelligence.

CONCLUSION
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