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ABSTRACT
The integration of artificial intelligence (AI) in human resource management (HRM) has become an
increasingly important topic in academic literature and business practice. The aim of this research is to
investigate the impact of using AI in HRM as well as its implications for human resource management
practices in various organizations. The research method used is a systematic literature review, which
involves collecting, analyzing and synthesizing related articles from various recognized primary sources.
The results of the discussion show that the integration of AI in HRM can increase operational efficiency,
improve employee performance evaluations, and enrich employee experience through more responsive
HR solutions. However, this research also identified a number of challenges, including the complexity of
the HR phenomenon, the constraints of limited data, and related ethical and legal issues. The implication
of this research is the need for adaptation and transformation in HR practices to face the ongoing
digitalization era. HR professionals need to increase their understanding and skills in adopting AI
technology while paying attention to ethical aspects and its impact on employees and the organization.
Further research is needed to further explore the potential and limitations of AI in HRM and identify
effective strategies for facing future challenges.
Keywords: artificial intelligence, human resource management, technology integration, organizational
impact, literature review.

ABSTRAK
Integrasi kecerdasan buatan (AI) dalam manajemen sumber daya manusia (HRM) telah menjadi topik
yang semakin penting dalam literatur akademis dan praktik bisnis. Tujuan penelitian ini adalah untuk
menyelidiki dampak penggunaan AI dalam HRM serta implikasinya terhadap praktik manajemen sumber
daya manusia di berbagai organisasi. Metode penelitian yang digunakan adalah systematic literature
review, yang melibatkan pengumpulan, analisis, dan sintesis artikel-artikel terkait dari berbagai sumber
primer yang diakui. Hasil pembahasan menunjukkan bahwa integrasi AI dalam HRM dapat
meningkatkan efisiensi operasional, meningkatkan evaluasi kinerja karyawan, dan memperkaya
pengalaman karyawan melalui solusi HR yang lebih responsif. Namun, penelitian ini juga
mengidentifikasi sejumlah tantangan, termasuk kompleksitas fenomena HR, kendala data yang terbatas,
dan masalah etis dan hukum terkait. Implikasi dari penelitian ini adalah perlunya adaptasi dan
transformasi dalam praktik HR untuk menghadapi era digitalisasi yang sedang berlangsung. Para
profesional HR perlu meningkatkan pemahaman dan keterampilan mereka dalam mengadopsi teknologi
AI sambil memperhatikan aspek etika dan dampaknya terhadap karyawan dan organisasi. Penelitian
lanjutan diperlukan untuk menjelajahi lebih jauh tentang potensi dan batasan AI dalam HRM serta
mengidentifikasi strategi yang efektif dalam menghadapi tantangan di masa depan.
Kata kunci: kecerdasan buatan, manajemen sumber daya manusia, integrasi teknologi, dampak
organisasi, literature review.

1. Introduction
The integration of Artificial Intelligence (AI) in Human Resources (HR) is transforming

the workplace by automating repetitive tasks, allowing HR managers to focus on more strategic
work (Jatobá et al., 2023). AI applications in HR ecosystems can impact employee engagement
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positively or negatively, underscoring the importance of understanding and managing the
employee experience (Malik et al., 2022). AI has the potential to enhance the efficiency of HR
processes, facilitating better talent management and increased work engagement and
performance in enterprises (Rožman et al., 2022). Furthermore, AI is reshaping the
work-health interface, highlighting the necessity for research to concentrate on the impact of
AI on worker health, safety, and well-being (Jetha et al., 2023).

AI's role in HR is part of a broader trend where AI is viewed as a transformative
technology that will revolutionize various industries, including HR (Charlwood & Guenole,
2022). The potential benefits of AI in HR encompass making better decisions, automating tasks,
and enhancing efficiency, ultimately leading to more responsive and efficient government
administrations (Maalla, 2021). Nevertheless, the introduction of AI in the workplace can also
have psychological implications for workers, such as job loss or degraded work quality (Selenko
et al., 2022).

As AI becomes more prevalent in work environments, there is a growing need for
awareness and understanding of AI technologies to effectively navigate highly automated
workplaces (Karvonen et al., 2019). The utilization of AI assistants and smart speakers is
altering how individuals interact with technology, indicating a shift towards more AI-enabled
work environments (Hsieh & Lee, 2021). Additionally, AI-enabled communication in-store
experiences is an emerging trend in marketing, emphasizing the necessity to comprehend the
effectiveness of such applications (Esch et al., 2020). In conclusion, the AI revolution in HR is
reshaping how work is conducted, from automating tasks to enhancing decision-making
processes. Understanding the implications of AI in HR, including its impact on employee
engagement, work performance, and worker well-being, is imperative for organizations seeking
to leverage AI effectively in their HR practices.

The integration of Artificial Intelligence (AI) in Human Resource Management (HR) has
transformed traditional workforce management practices. Companies are increasingly utilizing
AIdriven talent analytics to inform strategic HR decisions (Olaniyan, 2023). AI technologies are
employed to offer performance feedback to employees, automate evaluations, and boost
productivity (Tong et al., 2021). Furthermore, AIdriven HR processes are facilitating the digital
transformation of organizations, enhancing competitiveness through knowledge management
and creativity (Böhmer & Schinnenburg, 2023).

While AI in HR Analytics provides valuable insights and data driven decision-making
capabilities, there are ethical concerns and potential negative impacts on organizations and
employees (Giermindl et al., 2021). Nonetheless, the transformative potential of AI in HR is
evident, with AI and cloud technologies reshaping HR practices in the digital era (Nalini, 2024).
AI-powered analytics empower HR teams to proactively address issues and enhance employee
engagement, transitioning from automation to empowerment (-, 2024).

As AI progresses, HR professionals are challenged with adapting to the complexities of
AI technologies (Charlwood & Guenole, 2022). The adoption of AI in talent acquisition is on the
rise, with HR managers leveraging AI for various HR tasks from planning to employee
management (Pillai & Sivathanu, 2020). The use of AI-enabled bots and assistants streamlines
HR processes, improves cost-effectiveness, and delivers personalized employee experiences
(Malik et al., 2023).

AI in HR presents challenges, as organizations must establish trust in AI systems,
safeguard employee privacy, and ensure ethical AI algorithms (Nyberg et al., 2023). The
evolution of AI research in HR underscores the significance of data-driven decision-making and
the role of HR analytics in organizational performance (Jatobá et al., 2019). The emergence of
talent analytics driven by big data is reshaping HR management practices, emphasizing the role
of automation in AI (Nocker & Sena, 2019). In conclusion, the application of AI in HR Analytics
is reshaping the HR landscape, offering opportunities for efficiency, data-driven
decision-making, and enhanced employee experiences. However, organizations must address
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ethical considerations and challenges associated with AI implementation to fully realize the
benefits of AI in HR management.

One problem that still requires further research is the lack of in-depth understanding of
how the use of artificial intelligence (AI) in HR Analytics has led to the development of new
methods for analyzing employee data and optimizing strategic decisions at the company level.
While there have been a number of studies investigating the impact of AI in the field of human
resource management (HR), there is still a need for a more comprehensive understanding of
how this technology specifically impacts aspects of employee data analysis and strategic
decision making at the enterprise level. Therefore, this research aims to fill this knowledge gap
by presenting an in-depth analysis of the impact and implications of using AI in HR Analytics.

By formulating relevant research questions and focusing on specific aspects of the use
of AI in HR Analytics, this research aims to provide a better understanding of how AI technology
has changed the overall HR landscape. Through a systematic approach in evaluating and
synthesizing existing literature, this research is expected to provide deeper insight into how AI
technology has changed the traditional paradigm in human resource management. Thus, this
research will not only provide a valuable theoretical contribution to the academic literature,
but will also provide useful practical insights for stakeholders in facing the challenges and
opportunities posed by the AI ​​revolution in HR

This research introduces new aspects in our understanding of how artificial intelligence
(AI) is revolutionizing HR Analytics, covering areas such as recruitment, selection, development
and employee performance management. By integrating AI technology into human resource
management processes, organizations can optimize strategic decision making by using more
accurate and relevant data. The contribution of this research is not only limited to the
academic scope, but also has significant practical impact for business practitioners in various
industries.

Through identifying research novelty, this research highlights various innovations and
recent advances in the use of AI technology in the context of HR Analytics. By analyzing the
contributions of this research, we can better understand how the application of AI has changed
the traditional paradigm in human resource management and how this is affecting overall
organizational performance. Through a systematic and analytical approach, this research has
the potential to be a useful guide for stakeholders, including HR managers, company
executives, and other researchers, in making strategic decisions regarding the application of AI
technology in human resource management. Thus, this research not only makes a valuable
contribution to the academic literature, but also provides an in-depth practical view of the
potential and implications of using AI technologies in the modern HR context.

2. Research Methods
This research method is rooted in a very systematic and structured approach in

collecting articles from various well-known and widely recognized international databases in
the field of HR and artificial intelligence research. The process of collecting articles is carried
out by utilizing search keywords that have been carefully and carefully selected, which are
planned to cover various aspects relevant to the research topic to be investigated. In the initial
stages of the process, researchers carefully established search criteria that included key terms
relevant to the use of artificial intelligence in HR Analytics, as well as fundamental concepts
related to employee data analysis and strategic decision making at the corporate level.

The steps in this process include selecting appropriate keywords to cover a
comprehensive framework, as well as ensuring that the search focuses on the literature most
relevant to the research topic. In addition, the selection of international databases known for
their reputation in providing access to quality scientific literature is an important aspect of this
method. This process ensures that the articles obtained meet high quality standards and are
relevant to the established research scope. Thus, the collection of articles was carried out
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carefully and in detail, forming a strong basis for the analysis and synthesis of literature that
will be carried out in this systematic literature review.

Once the search keywords were determined, an article search was conducted through
various international databases that are considered key resources in the fields of HR and
artificial intelligence research. Some examples of frequently used databases include PubMed,
Scopus, or Web of Science, which have proven to be rich sources of quality scientific literature.
The search process was carried out carefully and thoroughly, ensuring that all relevant articles
related to the research topic could be identified.

The number of articles obtained from this search was then recorded and systematically
analyzed to determine the relevance and appropriateness of inclusion in this literature review.
This analysis was carried out by considering the inclusion and exclusion criteria previously
determined by the researcher. These criteria may include factors such as year of publication,
type of article (e.g., scientific journal, conference proceedings), as well as language of
publication. The use of clear and well-defined inclusion and exclusion criteria helps ensure that
articles selected for inclusion in a literature review meet high standards of quality and are
relevant to the defined scope of the study. Thus, this process provides a strong basis for
obtaining and evaluating literature that will be used in the analysis of this systematic literature
review.

Furthermore, in the article screening process, this research uses the PRISMA (Preferred
Reporting Items for Systematic Reviews and Meta-Analyses) method as a guide to ensure the
continuity and accuracy of the research process. The PRISMA method has been widely
recognized as a structured and comprehensive framework for reporting systematic results from
literature reviews, from the article identification stage to relevant data collection.

The PRISMA method provides clear and detailed guidelines for each step in the
literature review process, including the article identification, screening, and data collection
stages. By applying this method, this research can ensure transparency and quality in reporting
its systematic research process, as well as allowing readers to follow the steps carried out in a
clear and structured manner. Thus, the use of the PRISMA method provides additional
confidence in the validity and reliability of the results of this systematic literature review, as
well as ensuring that the research process is carried out to a high standard and is accurate.

3. Results and Discussion
3.1. Basic Concepts of AI in HR Analytics
Artificial Intelligence (AI) is transforming Human Resources (HR) analytics by leveraging

technologies such as machine learning, natural language processing, and classification analysis
to automate and streamline various HR processes, including job applications, recruitment,
learning enhancement, and mentoring (Yadav, 2023). The impact of AI in HRM extends beyond
recruitment to influence different areas within HR processes, enhancing organizational
capabilities and competitive advantages (Böhmer & Schinnenburg, 2023). AI-enabled HR
solutions have the capacity to assess, predict, diagnose, and identify more skilled and capable
employees (Biliavska et al., 2022).

Furthermore, AI aids in analyzing employee data to recognize patterns and insights that
guide performance evaluations and training requirements (Qahtani & Alsmairat, 2023). The
integration of AI in HR is reshaping the field, enabling HR professionals to improve employee
development and organizational success (Nyathani, 2023). Through AI utilization, HR
departments can transition from reactive to proactive issue resolution, evolving into strategic
decision-making centers (Jain et al., 2023). Additionally, AI applications in repetitive HR tasks
can streamline labor-intensive processes, enabling employees to concentrate on value-adding
activities (Drydakis, 2022).

Moreover, AI not only enhances HR processes but also influences employee experience
and engagement within organizations. The exchange of HR practices mediated by AI leads to
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improved individual and HR outcomes, ultimately enhancing employee engagement and
experience (Malik et al., 2020). The adoption of AI in talent acquisition and management is
gaining acceptance and positive reception from HR leaders due to its ability to enhance
productivity, efficiency, quality, and competitive advantage (Hmoud & Várallyai, 2022).

In conclusion, the integration of AI in HR analytics is reshaping the HR landscape by
optimizing processes, improving decision-making, and enhancing employee experiences,
ultimately contributing to organizational success.

3.2. AI-Based Employee Data Analysis Method
Artificial Intelligence (AI) has been increasingly integrated into various aspects of

human resource management (HRM) to enhance employee engagement, performance
evaluation, and productivity. AI applications in HRM can capture real-time employee data and
perceptions from different work environments (Malik et al., 2022). AI feedback has been shown
to analyze data more accurately than human managers, leading to more precise evaluations of
employee performance (Tong et al., 2021). Additionally, AI aids in data processing, enabling
employees to focus on interpreting results and making informed decisions (Wilson & syed,
2021).

Moreover, AI algorithmic tools analyzing recorded meeting data offer new
opportunities for employees and organizations (Cardon et al., 2021). Machine Learning AIs
utilize digital data to assess employee performance and make decisions on recruitment,
promotions, and rewards, optimizing motivation and retention (Charlwood & Guenole, 2022).
AI not only evaluates performance accurately but also guides self-learning and productivity
improvements (Shaikh et al., 2023)

As AI expands into performance management, it can enhance data collection at a lower
cost, albeit potentially compromising employee privacy (Nyberg et al., 2023). Employees'
perceptions of AI integration in the workplace influence job attitudes and career behaviors,
impacting potential career exploration (Presbitero & Teng‐Calleja, 2022). Organizations
leveraging AI for decision-making can enhance precision and efficiency in analyzing customer
data (Chatterjee et al., 2021).

The adoption of AI-based employee experience chatbots can be influenced by
behavioral reasoning theory, affecting employee acceptance (Pillai et al., 2023). Change
leadership plays a moderating role in the impact of AI on employee performance and work
engagement during rapid organizational changes (Wijayati et al., 2022). AI collaboration
influences employees' learning behavior, with the Job Demand-Control model exploring factors
affecting individual learning (Chen et al., 2023).

AI perception influences career resilience and informal learning, affecting employees'
work behaviors (Kong, 2023). AI-enabled tools in social development organizations in India
extend the Unified Theory of Acceptance and Use of Technology model, impacting employee
adoption (Jain et al., 2022). Improving employee psychological empowerment and job
performance through AI-based systems enhances organizational outcomes (Fan et al., 2023). In
conclusion, the integration of AI in HRM has profound implications for employee engagement,
performance evaluation, and productivity, highlighting the need for organizations to adapt to
the changing landscape of AI technologies.

3.3. The Impact of Using AI in HR Analytics on Company Strategic Decisions
The integration of Artificial Intelligence (AI) in Human Resource (HR) analytics has a

significant impact on company strategic decisions. Research by Sithambaram & Tajudeen
(2022) highlights that AI implementation in HRM can yield various benefits across operational,
managerial, strategic, organizational, informational, and compliance aspects, thereby
enhancing overall company performance (Sithambaram & Tajudeen, 2022). Furthermore,
emphasize the critical exploration of AI-driven HRM to enhance organizational capabilities,
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stressing the importance of addressing ambiguities to strategically contribute to a company's
competitive advantage (Böhmer & Schinnenburg, 2023).

Moreover, Li et al. (2022) introduce a strategic HR decision model based on a Recurrent
Neural Network (RNN) algorithm, enabling in-depth analysis and simulation of HR strategic
decision-making processes (Li et al., 2022). Additionally, Tong et al. (2021) discuss the dual
effects of AI feedback on employee performance, emphasizing the deployment effect that
enhances productivity through improved feedback quality (Tong et al., 2021).

The literature also underscores the significance of HR analytics in shaping strategic
decisions. For instance, Barbar et al. (2019) demonstrate how HR analytics can transform HR
into a strategic partner in organizational decision-making processes (barbar et al., 2019).
Similarly, Suri & Lakhanpal (2022) highlight the role of people analytics in fostering HR strategic
partnerships by aligning HR functions, integrating HR management with strategic planning, and
establishing causal links between HR practices and business performance (Suri & Lakhanpal,
2022). In conclusion, the utilization of AI in HR analytics not only enhances operational
efficiency and managerial effectiveness but also empowers organizations to make informed
strategic decisions. By leveraging AI-driven insights and predictive analytics, companies can
optimize their workforce management, improve decision-making processes, and gain a
competitive edge in the dynamic business landscape.

3.4. Future Challenges and Opportunities
Artificial Intelligence (AI) and Machine Learning (ML) are revolutionizing Human

Resources (HR) practices, offering both challenges and opportunities for HR professionals. The
integration of AI and ML in HR processes enables the automation of tasks like recruitment,
onboarding, training, and performance evaluation, freeing up HR professionals to concentrate
on strategic initiatives that enhance organizational success (Okatta, 2024). AI has the potential
to enhance human capabilities, reshaping our lifestyles and work environments, underscoring
the necessity for HR professionals to enhance their AI skills to adapt to this technological
evolution (KUMAR, 2024). The application of AI in HR can optimize core HR processes, elevate
employee satisfaction, engagement, and productivity across the employee life cycle within a
company (VATS, 2024).

Despite the benefits, leveraging AI in HR comes with challenges. These challenges
encompass the intricate nature of HR phenomena, limitations due to small data sets, ethical
and legal concerns regarding fairness and accountability, and potential negative employee
responses to data-driven algorithms (Tambe et al., 2019). Moreover, the successful adoption of
AI in HR necessitates addressing issues related to skills and competencies, both pre and
post-implementation, and comprehending the opportunities and challenges linked with AI
integration (Qahtani & Alsmairat, 2023). Additionally, the ethical and effective utilization of AI
for job design and redesign is vital for cultivating a more content, engaged, and productive
workforce (EFTIMOV, 2023).

As AI progresses, it is imperative for HR professionals to navigate the evolving
landscape by grasping the implications, opportunities, and challenges associated with AI
integration in HR practices. Through effective adoption of AI technologies, HR departments can
streamline processes, enhance decision-making, and ultimately drive organizational success in
the digital era.

4. Conclusions
From the results of the discussion that has been presented, it can be concluded that

the integration of artificial intelligence (AI) in HR analytics has had a significant impact on
human resource management (HRM) practices. The use of AI has brought increased
operational efficiency through automation of HR processes, improved employee performance
evaluation with more thorough data analysis, and enriched the employee experience through
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more personalized and responsive HR solutions. Additionally, the implementation of AI in HRM
has opened up new opportunities to optimize HR processes, such as employee recruitment and
development, which in turn can improve corporate strategic decisions and increase overall
organizational productivity.

However, despite its clear benefits, there are a number of challenges that need to be
overcome in integrating AI in HRM. The complexity of HR phenomena, such as the unique
aspects of individuals in the work environment, can be an obstacle in the use of AI technology
which tends to generalize. In addition, limited data constraints and lack of availability of quality
data can limit AI's ability to provide accurate and relevant HR solutions. Ethical and legal issues
related to fairness and accountability are also important concerns in the application of AI in
HRM, given the potential bias and discrimination that can arise from poorly monitored
algorithms. Therefore, it is important for organizations and HR leaders to address these
challenges with a careful and holistic approach, while leveraging the immense potential offered
by the integration of AI in human resource management practices.

The implications of these findings highlight the need for adaptation and transformation
in human resource management (HR) practices to face the ongoing era of digitalization. With
the increasingly widespread integration of artificial intelligence (AI) in HR processes, HR
professionals need to continue to improve their understanding and skills in adopting AI
technology in their work environment. The importance of paying attention to ethical aspects
and their impact on employees and the organization as a whole is also a main focus in
integrating AI in HRM. HR professionals must always consider the social, ethical, and legal
implications of using AI in HR decision making, and ensure that this technology is used to
strengthen, not diminish, the relationship between the company and employees.

Additionally, these findings also highlight the importance of continued research in
further exploring the potential and limitations of AI in HRM. Future research could go more in
depth in analyzing the effects of AI on various aspects of HR, including performance evaluation,
strategic decision making, and employee experience. Identification of effective strategies in
facing challenges that may arise in the future is also a priority in further research. Thus, this
research strengthens the urgency to continue to develop knowledge and practices related to
the use of AI in HRM, while still paying attention to ethical and sustainability principles in its
application.

Nonetheless, the opportunities opened up through the integration of artificial
intelligence (AI) in HR analytics are enormous. With the right approach, HR professionals can
make maximum use of it to optimize human resource management and achieve organizational
success in the ever-evolving digital era. AI integration can help HR professionals in various
aspects, from recruitment to employee development, as well as in making fundamental
strategic decisions for the entire organization. With the ability to process data quickly and
accurately, and provide deep insights through predictive analysis, AI can be a powerful tool in
improving operational efficiency and strategic effectiveness.

Therefore, it is important for organizations and HR leaders to continue to innovate and
adapt to developments in AI technology. This involves investing in developing AI skills for HR
staff, as well as in implementing systems and infrastructure that support the integration of AI in
HR practices. Additionally, harnessing the potential of AI also requires a deep understanding of
data ethics and security, as well as the ability to manage organizational changes associated
with the adoption of new technologies. By wisely harnessing the potential of AI, organizations
can overcome the challenges they face in managing their workforce and gain a competitive
advantage in the future.
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