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Abstract: Since the beginning of era human being always looking for innovation and 

adopting technologies. Let‘s make it possible to progress in industrial revolution and 

the drastically change on concepts on old consuetude which was rolling from since 

long.Artificial intelligence which reckon producing multiple solutions for any kind of 

hr functions including recruiting tools, intermediate applications and advance AI 

solution, Face recognition, retina scanning, Biometrics access. The Current study would 

throw some limelight on artificial intelligence breakthroughs and implications with 

respect to HR. This study refers both primary and secondary data which encompasses 

structure questionnaire circulated to the participants consistency of likert scale that is 5 

to 1 , 5 stating one strongly disagree. The primary research methods data which was 

collected from the survey , interviews, observation methods either in quantitative ways 

or qualitative ways with add on  inclusion or exclusion criteria. Reliability and validity 

test have done from questionnaire, cronbac alpha few more tools  are required to 

implement chi square, annova, may be some advanced technology also been  based 

structure equation model. artificial intelligence is not the end-all-be-all answer to every 

quandary HR finds itself in.  It is a tool  which designed to became advancement of 

idea which is going to give more productive at less consuption .  A tool that can 

improperly function based on the data it is given in order to work effectively.  Even so, 

artificial intelligence can be a valuable resource.  Work to embrace it now because it‘s 

likely you‘ll be expected to us it in the upcoming future. 
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1. INTRODUCTION 

Human resource management is playing a pivot role in an organisation and it generally deals 

with people behaviour in same organization. HR policies and procedures which following the 

guidelines to managing the employee in respective way. 

The most popular function of organization gallery is recruitment, selection, training, 

development etc. It also includes termination, compensation, and maintaining discipline at 

organization premises and safety policies. 

The huge impact of AI on HR functions is recruitment to termination, training and 

development and measuring performance to automation of work so on. 

Human Resources as a function has always been about the ‗human‘ part of processes. 

Previously, answers provided during interviews for HR roles had recurring phrases such as 

‗people‘s person‘ and ‗affinity towards interacting with people‘. An HR representative role 

meant sitting at the employee bay and being available to employees in-person. Move to the 

present where on one hand, automation and digitization have replaced most of these employee 

needs; on the other, HR‘s role has transformed into that of a strategic business and advisory 

partner. 

 

The pace of digitization has conventionally been driven by economic and technological 

advancements. However, currently the world is going through an unprecedented situation 

which has disrupted earlier trends and led organizations to re-think their approach. As an 

instance, business strategy acumen, coaching and conversational skills with empathy, and an 

aptitude for technology are the new additions into an HR professional‘s skill set 

 

Now a days Artificial intelligence is about to replace the existing human decision making with 

more sophisticated and elegant way, as we addiction of machinery with the following advanced 

technology, Whether its Apple‘s Siri or Amazon‘s Echo, people are using artificial intelligence 

at home in their day-to-day lives.  It makes sense, then, that AI has made it into the workplace. 

In most professional settings, AI is not required to do mundane tasks like answer questions 

about the weather or turn on the lights Instead and every time we keep receiving a suggestion 

about which movie to watch on Netflix or the right product to buy on Amazon, that is AI  is 

asked to do much more in respective way which behold against our decision. 

HR professionals now make possession to grips with Artificial intelligence and the way it's 

adopting new wave of technology .AI has created a variety of opportunities for the HR 

function. Artificial Intelligence for HR empowers HR professionals to leverage this potential 

and use AI to improve efficiency and develop a talented and productive workforce. Outlining 

the current technology landscape as well as the latest AI developments, this study ensures that 

HR professionals fully understand what AI is and what it means for HR in practice. Covering 

everything from recruitment and retention to employee engagement and learning and 

development, Artificial Intelligence for HR outlines the value AI can add to HR. Which 

making more efficient way to get the latest version of development.  The simplified solutions 

produced by technology to the complex problems of all the functions of the organizations are 

attracting managers from all the domains including HR. However, the flipside says that HR is 

the only function that has human touch to the larger extent. It is an art of dealing with human 

related issues, so presence of AI might hamper the humanistic approach towards HR related 

tasks. The art of dealing with human side of the business leads to more permanent solutions to 

intricate problems. 
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1.1 Background of the Study 

A concise development of AI. 
 
 

 
 
 
A collaboration between HR and AI in an organisation : 

 

In 2016, a new record was reached with a total of 402 deals with approximately $2.2 b in funding 

for hr tech startups.So far, recruiting and talent acquisition different segment of hr  are the areas 

where AI solutions are most effective current days. There is a growing number of startups and 

service providers who target HR with artificial intelligence-based solutions for activities such as: 

 

 Job sourcing (for example, Textio); 

 interviewing (myInterview); 

 on-boarding (Talla); 

 coaching and training (Saberr) ; 

 employee service centers (ServiceNow). 

https://textio.com/
https://www.myinterview.com/
https://talla.com/
https://www.saberr.com/
https://www.servicenow.com/
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―Currently, these AI-based solutions for HR & Workforce are more like analytical products driven by 

data and powered by next generation People Analytics.‖ 

 

 

Lets have a glimpse on startups: 

• Workey  :   uses AI to identify passive candidate to out and avoid unnecessary crowd. Company 

motto is once a valuable company identify candidate can assure whether or not to share  their 

profile with this company. 

• Talla:      Collaboration is key in every recruitment process - whether a new hire needs  on 

boarded or different interviewees need to be coordinated. Talla has developed an AI boot that 

keeps content up-to-date, engages intelligently with content owners and lets the user easily find 

the right information. 

• Mya:         many companies, recruiters do not find adequate time to properly engage with 

candidates. In the past, email templates have been used to support the recruiter. In the years to 

come, chat bots will take care of most of the external conversation with candidates. Mya takes it 

one step further with its machine learning capabilities; it learns how to interact and 

communicate with a candidate, but also, and most importantly, it also integrates with your 

current applicant tracking system (ATS) landscape. Mya updates the scorecard of the candidate 

within your ATS, schedules the interview with the candidate and sends out calendar invites to 

the interviewees. 

 

2. Review of Literature 

 Dr. Owais Ahmed (2018) stated on his international journal ― ARTIFICIAL 

INTELLIGENCE IN HR‖, Artificial Intelligence is rapidly revolutionizing so many 

industries at such an alarming rate  

that one such advanced AI robot, Sophia. 
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 Dr Coral Barboza (2019) stated on his Journal of Advances in Social Science and 

humanities on the topics of Artificial Intelligence and HR: The New Wave of Technology 

:Artificial Intelligence induce high guesses that believe artificial intelligence will be a 

gamechanger for higher productivity and efficiency in HR professionals. It began with talent 

acquisition and is moving fully across various other areas of skills and performance to 

succession planning. 

 

 B Sivathanu, R Pillai - Human resource management digest (2019)Emerging technologies 

such as Internet-of-Things, Big Data, and artificial intelligence will automate most of the 

HR processes, resulting in efficient and leaner HR teams. Both organization structure and 

leadership style changes would be required for efficient Smart HR 4.0 implementation that 

would allow HR departments to play a more strategic role in the overall organization 

growth. 

 K yano who stated on journal ― How artificial intelligence will change HR‖ in 2017 stated 

that : AI itself is simple and fully within the grasp of all functions including HR specialists 

from 

any industry. 

 Dr. RA Rathi who stated on the journal of‖ Artificial intelligence and the future of hr 

practices‖ that focuses on use of AI in HR, the advantages of AI, challenges being faced in 

its implementation and the road ahead. AI and ML are two essential techtrends that need to 

be embraced for driving inch-perfect decision-making and effective people management. In 

order to undertake the obstacles, HR teams should be encouraged to lessen their fears. 

 Shivani Pandey (2020) Exploring the role of Artificial Intelligence (AI) in transforming HR 

functions: An Empirical Study in the Indian Context that: , AI is presently fragmenting in a 

large portion of the software‘s and is being incorporated into huge numbers of the business 

capacities. One such business capacity where the incorporation of AI is occurring at a much 

quicker pace is Human Resources (HR). Very soon it will be observed that HRM is going 

away from its usual established administrative capabilities to further advancements like 

Automation, Augmented Intelligence, Robotics and Artificial Intelligence that are totally re 

– characterizing and re – moulding the method of their workforce attributes and 

associations. At present, AI seems to be the biggest buzzword which has almost penetrated 

into every sphere of human activity and is totally transforming the HR department of 

different sectors globally.― HR Future - Engage with artificial intelligence - artificial 

intelligence - on the local front‖ that :HR Executives who embrace AI will give their 

companies a massive advantage in the marketplace. 

 Stefan Strohmeie ( 2015)  ―Artificial Intelligence Techniques in Human Resource 

Management—A Conceptual Exploration‖. Stated on book  Artificial Intelligence 

Techniques and the central requirements of Human Resource Management based on the 

task-technology fit approach. Based on this, the potential of Artificial Intelligence in 

Human Resource Management is explored in six selected scenarios (turnover prediction 

with artificial neural networks , candidate search with knowledge-based search engines, 

staff rostering with genetic algorithms , HR sentiment analysis with text mining , résumé 

data acquisition with information extraction and employee self-service with interactive 

voice response ). The insights gained based on the foundation and exploration are 

discussed and summarized. 

 Maria Glory Antony (2016 ) stated  on recent journal In today‘s challenging world, the use 

of data has become vital in planning and functioning of a business operation. In strategic 

decisions for human resources, the data analytics plays a vital role in recruiting, selecting, 

training, development and motivating the human resource. Artificial intelligence (AI) is used 

to group, analyze and represent the data in a form that is easily accessible and understood 

and can be acted upon by the HR managers, — in other words, it acts like a tool which is 

trained to perform what a human can perform. With an advent of data in the HR area, AI has 
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the capacity to provide a lot of opportunities and insights in HR areas. This key feature of 

artificial intelligence helps in predicting the future business opportunities in HR field. This 

enables the HR Personnel to become highly proactive and more strategic with planning and 

organizing.AI is a branch of computer science that uses machine learning algorithms that 

mimic cognitive functions; making machines more humanlike. 

 Heena,(1997), Competence based model is an HR tool that helps the organisation to manage 

their manpower by effectively recruiting, planning and developing the candidates. G Liddon, 

(2006) [10], described the competence model as a description of competency, Knowledge, 

Skills, Capabilities and Behaviors. These traits are essentials to successfully perform any job 

or functions. For hiring, selection, assessment, performance management, training and 

development and career development of its human resources, organizations can use a 

competence based system as a business strategy which will enhance the process. Anjana 

Raviprolu , (2017) ,Role of Artificial Intelligence in Recruitment, Industry experts and 

professionals emphases on implementation of artificial intelligence at workplace will ease 

the work of recruiters and hiring managers in real time. AI will redefine the entire process of 

recruitment in the future and will pave way for many advancement in recruitment sectors. 

2.1 Objectives of the Study 

1. To study the role of artificial intelligence on HR practice. 

2. To measure the significant relationship between AI and HR. 

3. To understand the benefits of Artificial Intelligence in HR 

4.  To understand and adopt the challenges or problems faced by Artificial Intelligence. 

3. Research Methodology 

This study refers both primary and secondary data which encompasses structure questionnaire 

circulated to the participants consistency of likert scale that is 5 to 1 , 5 stating one strongly 

disagree. The primary research methods data which was collected from the survey , interviews, 

observation methods either in quantitative ways or qualitative ways with add on  inclusion or 

exclusion criteria. Apart from that secondary sources which have been previously collected or 

gathered from different sources such as various journals, articles, and annual reports from different 

organization which could lead to internal or external research. Whereas the variable data consider 

to analysis are organization commitment, organization culture these are variable to consider 

analysis and these are already validate and reliable from the past literature. 

Tools: 

Reliability and validity test have done from questionnaire, cronbac alpha few more tools  are required to 

implement chi square, annova, may be some advanced technology also been  based structure equation model. 

4. Data Analysis 

This study took  priorities on handpicked majority  organization where as the Most HR 

professionals still have much to learn about how to use AI to enhance the HR function. Very few 

(8%) respondents strongly agreed that they are knowledgeable in this area, and only another 27% 

even moderately agreed.  
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According to an IBM‘s survey from 2017, among 6000 executives, 66% of CEO‘s believe that 

cognitive computing can drive compelling value in HR while half of the HR personnel believe 

this may affect . Below graphical represents the impact of Present scenerio which make more 

enthusaistic to agitaton of AI and machine learning in the workplace to drive more productivity 

as well as modern, consumerized employee experiences. 

 

 

A recent survey on our webinar on Impact of Artificial Intelligence on Workforce Capability 

highlights the effects of new and emerging technologies like AI and what this will require of 

HR/L&D teams. The  survey also reflects some of the possible future implications of AI 

assistance in our day to day work. The survey took place  of 65 Learning and Development and 

HR Professionals.56% feel that AI will substantially or moderately impact their job in the next 2 

years. The survey also found that 57% said they know very little about AI and how it could 

change the way they do business. 55% feel AI/ML will partially replace HR/L&D, while 19% 

feel they could be completely over powered by it. 39% feel AI will affect HR/L&D the most in 
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tasks related to making recommendations about learning and job roles, whereas 27% feel AI/ML 

will supersede them in embedding learning in the workplace. While the stats naturally represent 

the impact of AI on HR/L&D roles, it also predicts a decline in the number of professionals to be 

employed. 38% said experimenting with Al is the best way HR/L&D can tackle its influence, 

followed by 25% who felt teaming up with AI experts in the business is a better way forward. 

        Its a survey of 65 Learning and Development and HR Professionals. 

 

5. FINDINGS, SUGGESTION AND CONCLUSION 

Findings 

 Indeed, artificial intelligence has it existence in recruitment process and smartly work like human brain 

in various complex situations. Digital era gains more attention and importance in automating 

recruitment process when compare to traditional system of recruitment. 

Suggestion:  

 Combine machine learning automation & human evaluation with your data. 

 Develop a flexible development methodology. 

 Utilize skilled managers. 

Expected outcomes- 

 I expect may find the relationship between  artificial intelligence and workforce management. 
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I expect might be find the cordial relationship between AI and hr functions so far.  

Conclusion: 

 The HR functions which already landscape continues to be disrupted by AI, HR teams must 

find ways to balance these advancement of technology with transparency.  It is essential in 

making sure the implementation of AI technology is successfully merged.  At the end of the 

day, artificial intelligence is not the end-all-be-all answer to every quandary HR finds itself in.  

It is a tool  which designed to became advancement of idea which is going to give more 

productive at less consuption .  A tool that can improperly function based on the data it is given 

in order to work effectively.  Even so, artificial intelligence can be a valuable resource.  Work to 

embrace it now because it‘s likely you‘ll be expected to us it in the upcoming future. 
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