Mednarodno inovativho poslovanje
Journal of Innovative Business and Management

*DOBA Fakulteta,
Maribor, Slovenija,
klemen.zibret@net.doba.si

©Copyrights are protected by =
Avtorske pravice so zasCitene s
Creative Commons Attribution-
Noncommercial 4.0
International License (CC BY-NC
4.0) = Priznanje avtorstva-
nekomercialno 4.0 mednarodna
licenca (CC BY-NC 4.0)

DOI 10.32015/JIBM.2024.16.1.5

Mednarodno inovativno
poslovanje =

Journal of Innovative Business
and Management

ISSN 1855-6175

The transformative role of artificial
intelligence in human resources

Klemen Zibret*

Abstract: The article explores the landscape of Artificial Intelligence
(Al) applications in Human Resources (HR) by highlighting current trends
and providing some anticipations about future trends and
developments. Al is revolutionary reshaping basic HR processes - from
workforce planning, recruitment, to employee’s development and
fostering diversity and inclusion. Al plays important role in addressing
bias in recruitment, enhances objectivity and promotes equal
opportunities. Al-driven tools (like chatbots and virtual assistants etc.)
integration in HR processes enables seamless communication and
propellers HR practices towards enhanced efficiency and strategic
decision-making. Furthermore, the article provides a short analysis of
some software solutions that serve organizations as Al HR tools.

By taking a look towards the future, we can predict that tools like
predictive analytics, monitoring of employee well-being, and
convergence of Al with augmented reality (AR) and virtual reality (VR)
can be projected as some of the future key developments.
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Vloga umetne inteligence pri preobrazbi
kadrovskega menedzmenta

Povzetek: Pricujoci clanek raziskuje podro¢je uporabe umetne
inteligence (Ul) v kadrovski sluzbi (HR) s poudarkom na trenutnih
trendih in napovedih glede prihodnjih trendov ter nadaljnjega razvoja.
Ul revolucionarno preoblikuje osnovne HR procese - od nacrtovanja
delovne sile, rekrutacije, do razvoja zaposlenih in spodbujanja
raznolikosti ter vkljucenosti. Ul igra pomembno vlogo pri naslavljanju
pristranskosti pri zaposlovanju, izboljsuje objektivnost in spodbuja
enake moznosti. Integracija orodij, ki jih poganja Ul (kot so klepetalni
roboti in virtualni pomocniki itd.) v HR procese, omogoca nemoteno
komunikacijo in usmerja HR prakse k izboljsani ucinkovitosti in
strateskemu odlocanju. Clanek podaja tudi kratek pregled nekaterih
programskih orodij, ki organizacijam sluzijo kot orodja za upravljanje
HR z umetno inteligenco.

Pogled v prihodnost razkriva, da bodo orodja, kot so napovedna
analitika, spremljanje blaginje zaposlenih ter povezovanje umetne
inteligence (Ul) z obogateno resnicnostjo (AR) in navidezno resni¢nostjo
(VR), opredeljena kot nekateri kljucni razvojni aspekti prihodnosti.

Kljucne besede: Ul, Ul v HR, optimizacija HR procesov, programske
resitve za upravljanje HR z umetno inteligenco
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INTRODUCTION

The implementation of Artificial Intelligence (Al) into Human Resources (HR) practices
discovers a new area of transformative possibilities. In this article multifaceted impact of
Al on HR processes will be reviled. Also, some of potential software solutions which allow
organizations exploitation of Al usage in HR will be presented and shortly analyzed. We
shall also not forget about some ethical considerations which occur with the Al
implementation in HR. We will also try to outline some of the future trends which are to
be expected in the journey in which Al will (even more) dramatically change the worlds of
HR within organizations.

Al in general can be understand as machines simulating human intelligence. As such it
presents a disruptive force in HR. As organizations implement Al in HR, some fundamental
questions regarding efficacy, challenges and ethical dimensions of this paradigm shift arise.
We will focus on following research questions in our article:

1. How does Al optimize, revolutionize and advance processes in HR?

2. What are the challenges in successful implementation of Al in HR?

3. Which Al HR software solutions are available and what are their advantages
and limitations?

4, How do ethical considerations manifest in Al-driven HR decisions?

5. What can we expect from future developments in the field of Al’s integration

in HR?

We aim to address these research questions by focusing on opportunities and challenges of
Al’s integration in HR. We will seek to offer deeper understanding of Al’s role in reshaping
of HR practices.

In the article following research methods will be used:
. literature review: comprehensive review of relevant existing literature and
resources on topic Al in HR will provide a theoretical foundation for understanding
key concepts;
. literature compilation and comparison: systematical review of literature and
resources on topic Al in HR will provide key insights which will in combination with
comparative analysis form the basis for giving comprehensive conclusions;

. comparative analysis: analyzing and comparing different points of view and
understanding will offer insights into the topic and concepts;
. framework evaluation: examination of existing frameworks and models in

literature and resources on topic of Al integration in HR will provide a basis for
evaluation of its effectiveness and potential adaptations.

1 Artificial intelligence (Al) and (r)evolution in HR

Artificial Intelligence (Al) is becoming very important part of the modern businesses and
Human Resources (HR) function is no exception.

Al's is able of intelligently analyzing big databases, discern intricate patterns and execute
tasks that were traditionally reliant on human cognitive capabilities. HR as one of the most
dynamic functions in the modern businesses is being shaped by Al capacities of changing
recruitment strategies, restructures workforce management and strategic planning. Al’s
integration in HR is not just technological disruption; it's a revolutionary force driving
significant changes (Jarvela and Groh, 2022).
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Al in its essence represents capability of machines to emulate human intelligence,
processing vast amounts of data, learning patterns and executing tasks that traditionally
required human cognitive abilities. Machine learning, natural language processing and
problem-solving enables systems to perform tasks with different complexity. Al is not just
about automatizing routine processes; Al is also about analyzing and interpreting data and
providing valuable insights for decision-making. In general Al is fostering innovations and
new approaches to problem-solving and decision-making (World Economic Forum, 2021).

It's no surprise that Al is revolutionary changing HR function; HR with the usage of Al is
becoming even more strategic and data-driven function (Furinto, 2020). Let’s shortly
present how Al is revolutionizing changes in basic HR processes.

1.1 Workforce planning

In the dynamic landscape of modern business, organizations are using the power of Al to
upgrade their workforce planning strategies. Al is able to analyze vast datasets and make
data-driven predictions and propose solutions for better efficiency and productivity within
the businesses (World Economic Forum, 2021).

Predictive analytics is one of the most important Al's contributions to workforce planning.
Traditional forecasting methods often rely on historical data and intuition. Al on the other
hand uses sophisticated algorithms that analyze historical trends and current market
conditions to predict future workforce requirements with a high degree of accuracy. The
forecast assures that company will successfully address staffing needs focusing also on right
skills (Scully et al., 2020, 172).

Al plays also very important role in skill and competency analysis. Al helps to identify skill
gaps and areas for improvement. This allows companies to implement exact training
programs, reskilling initiatives or hire needed talents externally (Himani and Preeti, 2022).
Al helps business also in resource allocation and employee-oriented schedules. Advanced
algorithms analyze historical data, employee preferences and business demand to create
optimized schedules that balance employee well-being and operational efficiency. This
enhances employee satisfaction and ensures that organizations make the most efficient use
of their workforce resources and to align them with strategic objectives (Scully et al., 2020,
175).

Al definitely represents an important step also in the talent management. With combination
of predictive analytics, recruitment automation, skill mapping and workforce optimization,
Al empowers businesses to make informed decisions that drive success in a rapidly changing
market. With such approach new possibilities for organizational growth and innovation are
assured. Strategic usage of Al in workforce planning is not just a technological upgrade -
it’s a paradigm shift that reshapes the way businesses approach and optimize their most
valuable asset - their workforce (ibidem., 177-178).

1.2 Recruitment processes

Al is making huge impact on recruitment processes. Al algorithms in combination with
machine learning analyze vast datasets to identify patterns and criteria for successful
recruitment. Al tools can scan vast number of resumes, conduct initial interviews and
reducing time-to-hire and ensuring a more objective and data-driven candidate selection
process. Al bots are new revolution in employee and candidates’ engagement and support.
Those virtual assistants can respond to HR-related questions, provide information on
company policies and assure smoother communication between employees, candidates and
HR departments (Himani and Preeti, 2022).
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Use of HR in talent acquisition accelerates the hiring process and also allows human
recruiters to focus on more strategic and human-centric aspects of talent management such
as assessing cultural fit and soft skills (ibidem.).

1.3 Employee onboarding

Employee onboarding, once a process that included a lot of paperwork and administrative
tasks, has gone through radical transformation with the integration of Al. Al increases
efficiency and automatizes routine in administrative tasks such as form filling, document
submission and other procedural requirements. Onboarding process becomes faster and
usage of Al allows HR professionals to focus on more strategic aspects of the onboarding
process (World Economic Forum, 2021).

Al-driven chatbots act as virtual mentors which are the first point of contact for new hires,
providing real-time information about company policies, culture and available resources.
They assure that crucial information is delivered in a consistent and standardized manner
(Gryncewicz et al., 2023, 52).

Al’s ability to analyze vast amounts of data also helps in personalizing the onboarding
experience. Al can personalize approach for new hires, so that they are not generic, “one-
size-fits-all” orientations; new hires are guided through an onboarding journey that is
aligned with their specific needs and expectations (ibidem, 53).

In the modern world of remote work Al also ensures best possible virtual onboarding
experience. By using digital platforms and virtual communication tools Al ensures that the
onboarding process remains engaging and informative despite different physical locations.
Al’s virtual assistants can guide new hires through online onboarding, introduce them to
team members and provide all the necessary resources for a successful remote onboarding
(Lundvall, 2022).

1.4 Performance management

Performance management, which was often “effected” by subjective assessments, is
stepping into new era with the integration of Al. Al is totally changing the way on which
organizations measure, evaluate and enhance employee performance. The new paradigm
is oriented towards objectivity, efficiency and strategic insights.

Al has added dynamic element into performance management through continuous
monitoring tools. Those tools can provide real-time insights into employee productivity,
milestones and accomplishments. Continuous and more accurate feed-back helps
organizations and their managers to understand individual and team performance (World
Economic Forum, 2021).

Objectivity is ensured by Al's ability to analyze concrete data. Algorithms can help
organizations to concentrate on objective metrics, such as project completion rates,
quality of output, compliance with deadlines etc. On such way organizations have data-
driven basis for performance evaluations. This objectivity minimizes biases, ensuring that
employees are assessed on merit and not by subjective impressions (Madanchian et al.,
2023).

Al is also capable of providing predictive analytics as proactive dimension of performance
management. By analyzing historical data, Al can forecast potential performance issues or
skill gaps. This enables HR professionals and managers to intervene proactively in terms of
providing targeted support, training or resources to address challenges before they impact
overall performance (Harney and Collings, 2024).
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Data-driven performance management helps to create more constructive manager-
employee relationships. Managers have objective insights and can perform better
discussions during performance reviews - they can focus on collaborative goal-setting and
development discussions to create more positive and growth-oriented interaction between
managers and employees (World Economic Forum, 2021).

1.5 Employee engagement

Al has great ability to predict and anticipate trends by analyzing historical data, identifying
patterns and forecasts potential engagement challenges in the organization. Such proactive
approach empowers HR professionals to address issues before they escalate. On such way
work environment becomes more positive and supportive (Gryncewicz et al., 2023, 54).
Al-driven chatbots have become virtual assistants in the workplace that can provide instant
responses to queries, offer information about company politics and act as a reliable
resource for employees. Chatbots can provide responsive communication that fosters a
sense of connectivity and support (Furinto, 2020).

Al can also provide “sentiment analysis” to assess the collective mood and satisfaction
levels of employees in real time. By analyzing communication channels and social media,
Al provides insights into the emotional well-being of the employees. This real-time
feedback enables positive and motivating work environment (ibidem).

Personalized experience for employees that is provided by Al in terms of learning and
development opportunities, recognition programs etc. is increasing employee’s
engagement and providing commitment to recognize and to meet the unique needs of each
employee (Del Giudice et al., 2023).

In the modern world of remote and hybrid work Al plays an important role in sustaining
engagement across distributed teams. Al's virtual assistants ensure seamless
communication, team building and employee recognition in a digital landscape. Al helps
remote employees to feel connected, valued and engaged despite physical distances
(ibidem.).

1.6 Learning and development

Al’s ability to analyze vast datasets ensures creation of personalized learning paths tailored
to each individual's skills, preferences and pace of learning. Machine learning algorithms
assess historical data on individuals learning patterns and performance. They can also
recommend most suitable learning modules and resources for every individual. This ensures
that employees engage in content that is aligned with their unique requirements (World
Economic Forum, 2021).

Al is often used in learning platforms, focusing on dynamically adjustment of content, based
on the learner's progress. These platforms assess learner's proficiency and provide targeted
interventions or advanced materials. Such adaptive approach ensures that individuals with
different levels of expertise receive the most relevant and challenging content, which
maximizes the impact of training programs (ibidem.).

By providing predictive analytics Al helps organizations also identify future skill
requirements. By analyzing current and projected skill gaps, Al helps learning and
development (L&D) professionals design tailored programs that are aligned with current
and future organizational needs. Proactive skills development ensures that employees are
equipped with the competencies which are required for emerging roles and responsibilities
(Harney and Collings, 2024).
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Al-driven virtual trainers and chatbots enhance the accessibility and provide learning
support. These virtual assistants provide real-time guidance, answer queries and can give
additional information during the learning process. As they simulating human interactions,
Al-driven virtual trainers and chatbots contribute to a more engaging and interactive
learning experience. Employees get the sense of connection and support in remote or self-
paced learning environments (ibidem.).

Al also uses gamification techniques for enhancing engagement and retention in learning
initiatives. Algorithms can analyze individual performance to adapt game dynamics,
challenges and rewards. Al also provides more immersive learning experiences through
technologies like virtual reality (VR) and augmented reality (AR). Such technologies offer
realistic simulations and hands-on training, which is vitally important in industries where
practical experience is crucial (Jarvela and Groh, 2022).

Al can provide continuous feedback loops through learning analytics. Constant analysis of
learner’s progress, engagement and comprehension provide insights into the effectiveness
of training initiatives. Al’s analytics abilities help organizations to identify areas of
improvement to enable L&D professionals to refine and optimize content, delivery methods
and assessment strategies in real-time (ibidem.).

Al is also helping with administrative tasks associated with learning management (e.g.,
tracking attendance and generating reports). L&D teams can focus more on strategic
aspects of training programs and not on reporting and administration (Bohmer and
Schinnenburg, 2023, 59).

1.7 Talent management

Al is reshaping traditional paradigms of organizations to attract, develop and retain top-
tier talents. Al is able to enhance candidate sourcing, screening and selection. Machine
learning algorithms analyze big datasets to identify patterns and predict candidate’s
success. Recruiters can focus on building relationships and evaluating cultural fit, while Al
on the other hand automates the time-consuming task of running through resumes and
identifying candidates. The result is more targeted, efficient and bias-free recruitment
process (Himani and Preeti, 2022).

Al's predictive analytics capabilities can also help organizations to proactively identify
potential top talents and future leaders. By analyzing performance data, employee’s skills
and career expectations, Al predicts succession possibilities and recommends tailored
development plans for future leaders. Seamless transition in leadership roles, which is very
important for organizations, can be ensured. Al identifies skill gaps and recommends
targeted training programs for successors. Career progression and culture of continuous
learning and growth is enchased by personalized approach (Lundvall, 2022).

Al can analyze various factors such as job satisfaction, engagement levels, historical
retention data etc. to predict and prevent employee turnover. This proactive approach
allows HR professionals to identify potential risks and implement needed retention
strategies to ensure that key talent remains motivated and committed to the organization
(ibidem).

Furthermore, Al provides continuous feedback and real-time insights into employee
performance. Automated feedback systems foster culture of appreciation and
improvement. This approach creates more agile and responsive talent management
strategy and aligns individual contributions with organizational objectives (Jarvela and
Groh, 2022).
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1.8 Diversity and inclusion

Al also effects diversity and inclusion (D&l) initiatives within organizations in terms of
greater equity, representation and inclusivity. Al’s algorithms and data analytics
capabilities address inherent biases, enhance decision-making processes and foster more
inclusive workplace culture (World Economic Forum, 2021).

In recruitment process Al is minimizing biases in candidate selection. Traditionally, hiring
processes was subject of unconscious biases, leading to disparities in opportunities. Al
algorithms assess candidates based on their skills, qualifications and experience which
assures meritocratic approach. This ensures fairer hiring practices and also contributes to
building diverse and talented teams (Harney and Collings, 2024).

Al tools are being used to analyze and enhance language in communication to ensure that
content remains inclusive. Natural Language Processing (NLP) algorithms can identify and
suggest alternatives for biased language to promote inclusive communication in job
postings, internal communications and other organizational content. This contributes to
creating a more welcoming and diverse environment (Bankins, 2021).

Al also helps to minimize bias in various decision-making processes by relying on objective
data analysis. Al’s algorithms can evaluate performance, promotions and assignments
without being influenced by human biases. This ensures fairer evaluation of employees and
fosters an environment where career progression is based on merit and contributions and
not on personal feelings (Bohmer and Schinnenburg, 2023, 61).

Al is also making an impact on making more accessible workplace for employees with
diverse needs. Al’s chatbots offer real-time support to personalized accommodations based
on individual requirements. Al ensures that the workplace is inclusive and accessible to
individuals of all abilities and needs (ibidem., 62).

Since Al utilizes big data analytics, it can also measure, track and analyze diversity metrics.
Companies can assess the impact of D&l initiatives, identify areas for improvement and set
measurable goals. Such data-driven approach ensures organizations to refine their
strategies to create an increasingly diverse and inclusive workplace (Del Giudice et al.,
2023).

2 Exploring the landscape of Al HR solutions

Al software solutions are becoming a “game-changer” in the modern HR function. They
totally reshaped traditional practices in HR and massively improved efficiency and
innovations. In this part we will present and shortly analyze some of the most used and
known Al HR solutions that are often being used in organizations, with no intention to
promote any of the providers and its Al software solutions (summarized from: Palau, 2023;
Riecken, 2022; Kambur and Akar, 2021; Precedence Research, 2023; Bersin, 2023; Oracle,
2023; Lande, 2023):
1) IBM Watson Talent

IBM Watson Talent's suite is focused on all HR functions - from recruitment and onboarding,
to employee development and workforce analytics. It can provide advanced analytics and
machine learning. The platform enhances the entire employee lifecycle.

Advantages:

IBM Watson Talent is able to provide data-driven insights for recruitment and talent
development. The platform is focused on personalizing employee experiences to
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2)

foster engagement and employee’s satisfaction. The integration of Al also enables
analytics for workforce planning.

Limitations:

Implementation IBM Watson Talent is linked with high implementation costs and the
complexity of adapting the system. This is one of the reasons why especially smaller
organizations with limited resources (financial and human) are rarely users of IBM
Watson Talent.

Oracle Cloud HCM

Oracle Cloud Human Capital Management (HCM) connects all HR processes: talent
management, recruiting and analytics into a single platform. It is especially suitable for
organizations that seek an integrated solution for effective management of their workforce.

3)

Advantages:

The biggest strength of Oracle Cloud HCM lies is its comprehensive suite of tools for
data-driven HR management. The platform's integration offers capabilities of
holistic approach to HR management. Again, mostly larger organizations with
complex HR requirements are usually users of Oracle Cloud HCM.

Limitations:
Oracle Cloud HCM is often not suitable for smaller organizations since its
implementation is linked to high costs which makes it less cost-effective for them.

SAP SuccessFactors

SAP SuccessFactors offers various HR solutions for talent management, recruiting,
performance assessments and analytics. Since SAP SuccessFactors is integrated into SAP's
broader business solutions ecosystem it’s mostly suitable for organizations with diverse

needs.

4)

Advantages:

SuccessFactors provides a user-friendly interface and it’s mostly focusing on
improving overall employee experience. The integration with SAP's extensive suite
of business applications ensures flow of HR-related data across all functions.

Limitations:

Implementation of SuccessFactors is time-consuming and again associated with high
implementation costs which make SuccessFactors mostly suitable for bigger
organizations that are users of SAP's broader business solutions ecosystem.

Cornerstone OnDemand

Cornerstone OnDemand provides solutions for talent management, learning and
development, recruitment and performance management. It’s focused on flexibility and
allows organizations to choose specific modules based on their unique requirements.

Advantages:

The flexibility of Cornerstone OnDemand is its key advantage which makes it mostly
suitable for organizations that want tailored solution. The platform's is very strongly
focused on learning and development.

Limitations:

It takes some time (and costs) to fully use Cornerstone OnDemand. That’s why it’s
very important for organization to have the understanding for being prepared to
invest time and money into the tool.
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5) Workday
Workday offers Al supported HR management which focuses on manpower costs and can
provide deep analytics. Workday is mostly suitable for organizations for managing human
resources and its financial aspects.

Advantages:

Workday’s biggest advantage is in the fact that it connects HR and financial
processes. The platform's advanced analytical tools empower HR professionals with
data-driven insights and reports.

Limitations:
High implementation costs are associated with implementation of Workday. This is
the reason why mostly bigger organizations are users of Workday.

As we see, the Al HR tools that provide comprehensive approach and high usage of Al are
often very cost- and time-consuming tools. This is the reason why mostly only bigger (and
global) organization use advanced Al HR solutions. But with revolutionizing Al and its
capabilities also implementation costs will become lower with time.

3 A critical examination of Al's limitations in HR

Al has transformed industries by offering innovative solutions and higher efficiency.
Organizations often see Al in HR as tool with no limitations and can have too high
expectation from those tools. It’s necessary that we also take a look at some limitations
that Al has in its implementation in HR.

Those are some of the biggest limitations that Al brings into its use in HR (summarized from:
World Economic Forum, 2021; Jarvela and Groh, 2022; Bohmer and Schinnenburg, 2023, 78-
81; Albassam, 2023):
e Lack of understanding of the context
Al systems operate based on patterns and data. There is no guarantee that they also
understand specifics of every single organization. Al may fall short when deep
understanding of organization and its culture is needed. This becomes evident in cases
when tasks also require cultural understanding, emotional intelligence and in situation
when human judgment and intuition play an important role.
e Unforeseen consequences
Al is driven by historical data and patterns. Unforeseen consequences may arise when
Al faces with unprecedented scenarios or interactions. Machine learning models can be
based on different biases and can lead to further bias-made decisions. It’s important to
understand these unintended consequences and to also provide a certain ethical
consideration (we will focus more on this aspect in the continuation of the article).
e Overreliance on historical data
Al relies heavily on historical data to make predictions and decisions. But the
environment is very dynamic. Industries can be rapidly evolving and historical data may
become outdated, which can lead Al to inaccurate predictions. Also, historical data can
be biased or incomplete which again can affect Al decision making - it can hinder
fairness and equity in decision-making.
e Ethical dilemmas and decision-making
Al systems can have a lack on “moral compass”, mostly in situations when ethical
judgment is required. In such cases human oversight is needed to establish guidelines
and ethical frameworks to prevent Al decision that could have significant ethical
implications.
e Inability to use unstructured information
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Al excels in processing structured data but may have lower capabilities in situations
when unstructured information is provided. This is mostly seen in situations when
creative problem-solving is needed or interpretation need human intuition.

¢ Limited creativity and innovation
Al can assist in certain creative tasks, but it cannot simulate true innovation and
creativity that come from human imagination, intuition and emotional intelligence. In
areas that require groundbreaking ideas, artistic expression or the ability to” think
outside the box”, Al may struggle.

o Dependency on quality of training data
The performance of Al systems is directly linked to the quality and diversity of the data
used for training. Biases present in training data can affect Al models. This can lead to
discriminatory outcomes.

While Al continues to revolutionize industries, a critical examination of its limitations is
needed for responsible and effective implementation of Al. We must acknowledge areas
where Al may fall short and in which more balanced approach is needed.

4 Ethics in the implementation of Al in Human Resources

Al integration brings both: innovation and ethical challenges. While implementing Al in HR
it’s very important for organizations to also address key ethical considerations to maintain
trust, fairness and privacy.

One of the top ethical considerations in the application of Al in HR are privacy concerns.
Since Al systems process big amounts of sensitive employee data, ensuring data security
and employee privacy is highly important. Organizations must adopt data protection
measures to prevent unauthorized access, data breaches and misuse of personal
information (World Economic Forum, 2021).

Encryption protocols, access controls and regular security audits are needed to assure very
much needed data security. Organizations also need to be transparent with employees
about the data that is collected, about how it will be used and about which security
measures are implemented. It’s important that they establish clear policies to provide
required ethical standards and to build trust among employees regarding the responsible
use of Al in HR (Bankins, 2021).

It's important that organizations provide a certain balance between technological
advancement and ethical considerations. So-called privacy-by-design approach should be
in place. This means that integration of privacy features into the initial design of Al systems
must be adopted to ensure that privacy considerations are embedded throughout the
development process (Hunkenschroer, 2022).

Very important area of ethical consideration in Al implementation in HR is also in the
question how to avoid unfair outcomes in HR decisions through responsible Al use.
Integration of Al in HR processes can lead to crimination and bias if such integration is not
carefully managed. Biases in algorithms may result from biased training data or pre-existing
biases within the organization. To prevent this organizations must prioritize fairness and
inclusivity in Al applications within HR (Leps, 2023).

It's important to perform regular audits of Al algorithms for bias and discrimination. This
involves detailed examination of training data to identify potential biases. Diverse datasets
shall be involved in development phase to lower the risk of unintentional biases that ensure
that more inclusive and equitable Al system is established (Bankins, 2021).
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Organizations must also implement mechanisms for ongoing monitoring and evaluation of
Al-driven HR decisions. It’s important to regularly assess outcomes to identify any patterns
of bias. Human oversight remains important within decision-making processes to ensure
that ethical considerations are taken into account and decisions are align with
organizational values (Purdy and Williams, 2023).

Promotion of transparency is another key element in mastering bias concerns. Organizations
must provide clear explanations about Al’s usage in HR processes. Such clear
communication about limitations and potential biases of Al systems provides accountability
and allows employees to better understand the Al’s role in HR (ibidem.).

Ethical application of Al in HR is crucial. Balancing between technological innovation and
ethical considerations ensures Al’s enhancements in HR processes. Principles of privacy,
fairness and equity in the workplace must be followed. Implementation of privacy measures
and understanding and limiting bias proactively is needed to foster transparency.
Organizations shall use Al in HR responsibly to promote workplace culture built on trust and
integrity (World Economic Forum, 2021).

5 Trends in Al applications in Human Resources

In recent years, the integration of Al in HR has been transformative: it reshaped traditional
approaches to HR and its processes. We are being witnessed that Al in HR is not “just” a
tool - it’s a catalyst for innovation in HR practices.

Al’s field is very dynamic and it’s pushing the boundaries of possibilities. In its current
developments, Al is including use of Natural Language Processing (NLP). This can help make
even better decisions in candidates screening processes and sentiment analysis to raise
employee’s satisfaction level. Machine learning is making big steps in predicting and
mastering employee turnover by enabling proactive retention strategies (Gryncewicz et al.,
2023, 57).

It's no surprise to expect that integration of Al in HR will reach new heights in the future.
Trends like explainable Al and reinforced learning will bring more transparency and
enhance Al’s decision-making capabilities. Al’s tools will not only continue to automate
routine tasks, but will also empower HR professionals with actionable insights for strategic
decision-making (Del Giudice et al., 2023).

It’s just a matter of time when Al will be able to provide some of today’s unimaginable
things, like assessing employee’s sentiment through facial recognition during virtual
meetings etc. Al will be able to fully assess employee’s well-being and by that go beyond
traditional metrics and offer organizations deeper insights into their workforce's state of
mind and satisfaction (Moderno et al., 2023).

Al-driven chatbots and virtual assistants will continue to create responsive employee’s
experience. They will provide more time to HR professionals to deal with complex and
strategic tasks. Al will also advance in providing increased personalization and tailor
employee’s experiences based on individual preferences, career goals and work styles
(ibidem.).

Al will also continue to be crucial ally in workplace diversity and inclusion. Machine
learning algorithms will have even bigger and better capabilities to identify and manage
biases in recruitment processes to ensure fair and equal selection of candidates. Al’s
integration in HR practices is already today fostering more inclusive work environment and
will continue to do so also in the future (Harney and Collings, 2024).
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None of the HR processes (from workforce planning to recruitment and learning and
development) will remain the same as Al will continue to be even more implemented in
HR. Implementation of Al in video interviews and virtual assessments is enhancing and will
continue to enhance objectivity and minimizing bias. Chatbots and virtual assistants will
continue to provide streamlining communication between HR departments and employees
to provide instant support to employees. Al’s algorithms will become even better in
analyzing employee data and performance metrics to provide personalized development
plans. Al will become not only tool, but a strategic partner in terms of diversity and
inclusion by identifying and addressing biases at various stages of the employee lifecycle
(Bohmer and Schinnenburg, 2023, 77).

As organizations will exploit full potential of Al in HR, cloud-based platforms and integrated
Al solutions will become the norm in providing HR profession comprehensive tools to
streamline processes and enhance decision-making. Use of Al in HR analytics will deliver
actionable insights from vast amounts of employees’ data (Purdy and Williams, 2023).
What can we really anticipate in the near and distant future developments in the use of Al
in HR? Well, there is no simple answer to this, but one thing is sure: Al will become an
indispensable ally for HR professionals. Al will extend beyond forecasting talent needs and
identify skill gaps and recommend training programs. With Al and NLP integration, Al will
focus on employee’s well-being and Al will monitor and provide insights into mental health
and work-life balance of an individual (Gryncewicz et al., 2023, 59).

In the more distant future, Al could be combined with augmented reality (AR) and virtual
reality (VR) to revolutionize employee training and development. Hands-on learning will
take place to enable employees to develop new skills in a simulated environment. Al’s
personalization will extend beyond today’s development plans and it will provide tailored
employee experiences which will foster a feeling of belonging and engagement (Harney and
Collings, 2024).

CONCLUSION

Integration of Al in HR is happening here and now. Al is changing various processes in HR
and is reshaping the way organizations manage their workforce. Al usage in HR is not just
a technological advancement; it’s a shift towards higher efficiency, accuracy, and strategic
decision-making across different aspects of HR management.

In the first section of our article, we dived into impact of Al on key HR processes,
highlighting its role in workforce planning, recruitment, employee onboarding,
performance management, employee engagement, learning and development, talent
management, and diversity and inclusion. It’s clearly that Al is rapidly changing all key HR
processes and allowing HR professionals to focus on more strategic and value-added
activities.

Short presentation and analysis of some of the selected Al HR software solutions and its
advantages and limitations has shown that each solution has its unique characteristics. But
there are some general advantages like sophisticated data analytics and predictive insights
and also some general limitations like potential biases in algorithms and the need for
substantial initial investment. Organization shall take into account all of the advantages
and also limitations and mostly their specific needs and goals when considering
implementation of Al HR software solution.

We also took a look at ethical aspects of Al in HR and emphasized the need for a
conscientious approach to Al implementation in HR. By implementing Al in HR organizations,
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we shall not overlook the importance of fairness, privacy, and accountability to build trust
among employees.

In the last part, we turned towards evolving trends in Al applications in HR. With
technological advancements, also possibilities of Al implementation in HR are increasing.
Technological solutions like integration of natural language processing for improved
candidate engagement to Al-driven employee well-being solutions are providing quite a
promising future of Al integration in HR. HR professional must not only understand those
trends and tools, but must also adapt their HR strategies to those trends to leverage the
full potential of Al in HR.

Al integration in HR is a very dynamic journey full of innovation, challenges and also ethical
considerations, which requires from HR professionals to have a strategic and thoughtful
approach. HR professionals must embrace the advantages, mitigate limitations, uphold
ethical standards and adapt to emerging trends in order to be in the forefront of the Al
revolution.

Al will dynamically continue to transport HR with continuous evolution of technologies and
workplace practices. Integration of Al in HR is not “just” a technological upgrade but a
strategic advancement in creating competitive advantages of an organization. Al will
definitely continue to advance and HR professionals must stay agile and embrace the
innovations. The synergy between Al and HR is transformative force which is shaping the
future of work. Organizations must ensure that integration of Al in HR is ethically used and
aligned with organizations’ values. Al is not a substitution for human intuition; it’s and
addition to it. Partnership between human intuition and Al will assure harmonious
collaboration which will enable organizations to manage the complexity of modern
workforce with insight, empathy and efficiency

Resources

Albassam, W. (2023). The Power of Artificial Intelligence in Recruitment: An Analytical
Review of Current Al-Based Recruitment Strategies. Retrieved from:
https://www.researchgate.net/publication/371792898_The_Power_of_Artificial_Intelligen
ce_in_Recruitment_An_Analytical_Review_of_Current_Al-Based_Recruitment_Strategies

Bankins, S. (2021). The ethical use of artificial intelligence in human resource
management: a decision-making framework. Retrieved from:
https://doi.org/10.1007/s10676-021-09619-6

Bersin, J. (2023). Al in HR: The New Frontier. Retrieved from:
https://www.shrm.org/content/dam/en/shrm/executive-network/Al%20in%20HR-
%20The%20New%20Frontier.pdf

Bohmer, N. and Schinnenburg, H. (2023). Critical exploration of Al-driven HRM to build up
organizational capabilities. Employee Relations, Vol. 45 No. 5, 57-82.

Del Giudice, M., Scuotto, V. and Orlando, B. (2023). Toward the Human- centered
approach: a revised model of individual acceptance of Al. Retrieved from:
https://www.sciencedirect.com/journal/human-resource-management-
review/vol/33/issue/1

Furinto, A. (2020). Artificial Intelligence for a Better Employee Engagement. Retrieved
from:
https://www.academia.edu/84090294/Artificial_Intelligence_for_a_Better_Employee_Eng
agement

13

Mednarodno inovativno poslovanje = Journal of Innovative Business and Management 2024 / Vol. 16 / No. 1



Gryncewicz, W, Zygata, R. and Pilch, A. (2023). Al in HRM: case study analysis. Retrieved
from:
https://wir.ue.wroc.pl/docstore/download/@UEWR95522cd610224fb8bdd38a9f6f691625/G
ryncewicz_Zygala_Pilch_Al_in_HRM_case_study.pdf

Harney, B. and Collings, D. G. (2024). Navigating the shifting landscapes of HRM. Retrieved
from:
https://www.researchgate.net/publication/349920639_Navigating_the_shifting_landscape
s_of_HRM

Himani, S. and Preeti, T. (2022). Artificial Intelligence in Human Resource Practices With
Challenges and Future Directions. Retrieved from:
https://www.researchgate.net/publication/357484892_Artificial-Intelligence-in-Human-
Resource-Practices-With-Challenges-and-Future-Directions

Hunkenschroer, L.A. (2022). Ethical Perspectives on the Use of Artificial Intelligence in
Hiring. Retrieved from: https://mediatum.ub.tum.de/doc/1659502/1659502.pdf

Jarvela, J. and Groh, K. (2022). Your Definitive Guide to Al in Corporate Learning.
Retrieved from: https://www.valamis.com/publications/wp-your-definitive-guide-to-ai-in-
corporate-learning

Kambur, E., Akar, C. (2021). Human resource developments with the touch of artificial
intelligence: a scale development study. Retrived from:
https://www.researchgate.net/publication/356472828_Human_resource_developments_wi
th_the_touch_of_artificial_intelligence_a_scale_development_study

Lande, C. (2023). SAP SuccessFactors Employee Central. Retrieved from:
https://assets.cdn.sap.com/agreements/product-policy/css/service-specifications/sap-
successfactors-employee-central-english-v2-2023. pdf

Leps, S. (2023). The business case for Al in HR. Retrieved from:
https://www.ibm.com/downloads/cas/A5YLEPBR

Lundvall, H. (2022). Artificial Intelligence in Recruitment. Retrieved from:
https://uu.diva-portal.org/smash/get/diva2:1695849/FULLTEXTO1.pdf

Madanchian, M., Taherdoost, M., Nachaat, M. (2023). Al-Based Human Resource
Management Tools and Techniques; A Systematic Literature Review. Procedia Computer
Science. Volume 229/2023, 367-377.

Moderno, O., Braz, A. and Nascimento, P. (2023). Robotic process automation and artificial
intelligence capabilities driving digital strategy: a resource-based view. Retrieved from:
https://doi.org/10.1108/BPMJ-08-2022-0409

Oracle. (2023). Oracle Cloud HCM Solution Overview Brochure. Retrieved from:
https://www.oracle.com/a/ocom/docs/oracle-hcm-cloud-overview. pdf

Palau, C. (2023). The future of HR and talent in the age of generative Al. Retrieved from:
https://www.slideshare.net/christianp/the-future-of-hr-and-talent-in-the-age-of-
generative-aipdf

Precedence Research. (2023). Generative Al in HR Market. Retrieved from:
https://www.precedenceresearch.com/generative-ai-in-hr-market

Purdy, M. and Williams, A.M. (2023). How Al Can Help Leaders Make Better Decisions Under
Pressure. Retrieved from: https://hbr.org/2023/10/how-ai-can-help-leaders-make-better-
decisions-under-pressure

14

Mednarodno inovativno poslovanje = Journal of Innovative Business and Management 2024 / Vol. 16 / No. 1



Riecken, H. (2022). Al in performance management: a game-changing development?.
Retrieved from: https://essay.utwente.nl/91198/1/Riecken_BA_BMS. pdf

Scully, J., Crawshaw, J., Fullard, A., Gregson, M., Clegg, B., & Turner, P. (2020).
Workforce (Artificial) Intelligence Planning. In Human Resource Management: Strategic and
International Perspectives (pp. 170-197). SAGE.

World Economic Forum. (2021). Human-Centred Artificial Intelligence for Human
Resources: A Toolkit for Human Resources Professionals. Retrieved from:
https://www3.weforum.org/docs/WEF_Human_Centred_Artificial_Intelligence_for_Human
_Resources_2021.pdf

15

Mednarodno inovativno poslovanje = Journal of Innovative Business and Management 2024 / Vol. 16 / No. 1



