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Design/methodology/approach: Literature review and companies’ documents analysis were 17 
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while AI handles data-driven tasks efficiently. 24 
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1. Introduction  1 

In recent decades, there has been a substantial rise in collaboration between  2 

HR professionals and Artificial Intelligence (AI) within various domains of Human Resource 3 

Management (Prikshat, 2023). Various initiatives in this realm encompass instances like 'web-4 

based HRM' (Jahnan, 2023), 'e-HRM' (Setavian, 2023), 'HRIS' (Satispi, 2023), 'HRM cloud 5 

computing' (Kholik, 2023) 'HR analytics' (Huang, 2023), 'Online HRM,' 'Digital HRM,' 'Smart 6 

HRM' (Kambur, 2023), and the impromptu as well as strategic utilization of Artificial 7 

Intelligence (AI) in HRM applications (Malik, 2020). Recent research notes that contemporary 8 

AI applications have augmentation and automation functionalities, and in some cases, replaced 9 

HR decision-making that humans typically undertook (Malik, 2021). The ability of  10 

AI applications to process large amounts of data fast assists HR managers in saving time and 11 

arrive at accurate HR decisions (Vrontis, 2021). There has been a rapid progression from  12 

a ‘descriptive and diagnostic’ to a ‘prescriptive and predictive’ approach (Roy, 2022).  13 

AI-enabled HR applications are becoming part of strategic HR discussions in recruitment and 14 

selection (Ore, 2022), training and development (Votto, 2021), performance management 15 

(Leicht, 2019), talent management (Malik, 2021), employee turnover (Li, 2019), job design 16 

(Bhargava, and employee engagement (Zel, 2020). Embedded within the implementation of  17 

AI applications in HR are algorithms designed to enhance the expertise of HR professionals 18 

and improve HR decision-making and problem-solving procedures. Despite the widespread 19 

adoption of different AI techniques, including algorithms, across various HR functions,  20 

there exists a restricted comprehension of a unified and systematic framework for incorporating 21 

AI into HR practices. The potential applications of AI in organizations are vast and 22 

transformative (Korzynski, 2023). From strategic decision-making and knowledge 23 

management to functional tasks like customer service automation and employee onboarding, 24 

and administrative activities such as task automation and document generation, AI has the 25 

capacity to revolutionize the way businesses operate. Organizations that embrace and integrate 26 

AI into their workflows stand to gain a significant competitive advantage in today's fast-paced 27 

and dynamic business environment. The future undoubtedly belongs to those who harness the 28 

power of AI to drive innovation, efficiency, and excellence in organizational performance.  29 

In this paper, we analyze practical implication of using AI in HR of IBM, Intel, LinkedIn, 30 

Amazon, Google, Microsoft, Netflix, and Cisco, ones of the most innovative companies in the 31 

Artificial Intelligence sector. These findings underscore the value of AI in HR and offer the 32 

practical implications for the private sector. This research paper is divided into sections such as 33 

Literature review, Methodology, Findings, Ethical and Culture Considerations, and section 34 

called Discussion. 35 
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2. Literature review 1 

Artificial Intelligence (AI) has become an integral part of the modern world, penetrating 2 

nearly every aspect of our lives. In the field of scientific research and literature, the development 3 

of AI technology has led to fascinating discussions and studies on its impact, applications,  4 

and societal implications. The origins of artificial intelligence (AI) are a journey into the depths 5 

of human thought and scientific discoveries. Michael Negnevitsky, in his book "Artificial 6 

Intelligence: A Guide to Intelligent Systems" (2005), introduces readers to key moments and 7 

stages in the development of this field, and describes the contributions of pioneers in  8 

AI development, noting that in the 1950s and 1960s, scientists such as Alan Turing,  9 

John McCarthy, and Marvin Minsky contributed to the appearance of fundamental concepts 10 

and techniques in the field of artificial intelligence. This highlights the importance of the 11 

contributions of these researchers in shaping today's knowledge of AI. In the work of Alan 12 

Turing, often regarded as the father of theoretical computer science and artificial intelligence 13 

the famous question was posed: "Can machines think?" (Turing, 1950) This inquiry was the 14 

groundwork for research into artificial intelligence. AI has over 70 years of research behind it, 15 

including many breakthroughs and two "winters" that significantly reduced research spending. 16 

The way teams work together and how Human Resource Management (HRM) functions are 17 

carried out has been profoundly affected by the integration of Artificial Intelligence (AI) into 18 

organizational processes. The goal of this literature is to provide a thorough investigation of the 19 

applications, advantages, and difficulties related to incorporating AI into team management and 20 

human resource management procedures. The integration of AI, particularly with an emphasis 21 

on explainability, offers a transformative approach to address the pervasive issue of employee 22 

turnover (Marín, 2023). Organizations are rapidly embracing AI solutions to innovate and 23 

improve existing products by leveraging natural language processing (NLP) and upcoming 24 

technologies such as generative AI, knowledge graphs, and composite AI. As a result, the four 25 

trends that dominated 2021’s AI landscape are: implementing AI projects; making efficient use 26 

of data, models, and computing; Data for AI and Responsible AI (Jacob, 2023). Because of the 27 

complexity of the human resources phenomenon, data difficulties from HRM procedures, 28 

fairness and regulatory constraints, and employee participation in AI management, we need to 29 

make more progress in the area of HRM when algorithms make decisions (Jacob, 2023).  30 

AI may improve decision quality and enable self-learning; it is regarded as a game-changer 31 

(Akhtar, 2023). Although AI is a revolutionary technology that will revolutionize the 32 

workplace, HR and people management are still in their early stages (Charlwood, 2022). Recent 33 

studies have identified over 300 human resources technology start-ups developing AI tools and 34 

products for HR or people management, with nearly 60 of these organizations attracting 35 

customers and funding, the application and impact of machine learning (ML) in HR remain 36 

poorly understood. Fairness and efficiency may significantly rise in the future, thanks to AI. 37 
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Despite the limited deployment of AI systems in companies, an AI-driven future is rapidly 1 

approaching (Charlwood, 2022). Füller (2022) identifies the following three essential 2 

components of an effective implementation of AI in management: skills, structure, and strategy. 3 

(Fenwick, 2023) provides a structured framework in grouping HRM practices into three specific 4 

bundles when it comes to AI-HRM applications which are: (people management, culture,  5 

and compliance). People management includes talent acquisition, development,  6 

and management while the culture-related aspect includes organizational culture molding, 7 

collaboration, and the promotion of values and behaviors are the main areas of focus for 8 

functions. Lastly, functions connected to compliance include making sure businesses follow the 9 

law and ethical guidelines, making sure they stay inside regulatory limits, and preserving equity 10 

and justice. Despite having various important applications of AI in HRM, the implementation 11 

of AI in the recruitment process comes on top due to its many advantages over the traditional 12 

recruitment method, artificial intelligence is becoming increasingly significant in the hiring 13 

process (Filiz, 2023). When it comes to estimating the likelihood of future success for  14 

a candidate who is now employed by the company or will be hired shortly, artificial intelligence 15 

provides a more efficient approach than conventional methods (Gupta, Mishra, 2023).  16 

AI application in HRM and team management is a revolutionary path characterized by better 17 

talent acquisition, increased teamwork, and dynamic performance management. Potential  18 

AI applications in different organizational knowledge management processes (Jarrahi, 2023) 19 

can be as follow: for knowledge creation AI could be used as fostering predictive analytics via 20 

self-learning analytical capacities, recognizing previously unknown patterns, sifting through 21 

organizational data, and discovering relationships; for knowledge storing and retrieving AI can 22 

facilitating knowledge reuse by teams and individuals; for knowledge sharing AI can be used 23 

as Creating more coordinated, connected systems across organizational silos, and for 24 

knowledge application AI can Connecting people working on the same issues by fostering weak 25 

ties and know-who. Taking a global view of the use of AI and advanced technologies in the 26 

field of HRM, this literature review provides potential research directions for the coming near 27 

future formulated in the following questions: What are the main directions for consideration for 28 

the future in HR area research? What is the impact of the emerging generations entering the job 29 

market? How does it affect Human Resources Management and Project Management in 30 

companies and existing processes in future? 31 

3. Methodology 32 

An approach based on systematic literature review was utilized in this study. Paul and 33 

Criado (2020) recognize three categories of systematic reviews: domain-based, theory-based, 34 

and method-based. This review follows the domain-based approach, synthesizing and 35 
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extending a body of literature in one domain or topic area (Palmatier et al., 2018). Data sources 1 

encompass company documents, press articles, and databases maintained by various 2 

institutions. Importantly, there are no methodological constraints concerning the manner in 3 

which data is analyzed. This research focuses on companies such as IBM, Cisco, Microsoft, 4 

LinkedIn, Intel, Amazon, Netflix, and Google. These leading companies were selected due to 5 

their pioneering roles and significant contributions in integrating artificial intelligence into 6 

human resources practices. Their diverse range of industry experiences and innovative 7 

approaches in leveraging AI technologies provides a comprehensive perspective on the impact 8 

and potential applications of AI within the HR domain. IBM, known formally as International 9 

Business Machines Corporation, stands as a global leader in technology and consulting, 10 

celebrated for its pioneering advancements in computing and artificial intelligence. Since its 11 

inception, it has significantly influenced the information technology sector, offering  12 

a comprehensive range of enterprise solutions, cloud computing services, and cognitive 13 

computing innovations. Cisco Systems, a multinational conglomerate, specializes in 14 

networking hardware, software, and telecommunications equipment. Established in 1984,  15 

Cisco has emerged as a pivotal figure in networking technologies, providing essential solutions 16 

for infrastructure, security, and collaboration tools, shaping the landscape of digital 17 

connectivity. Microsoft Corporation, founded by Bill Gates and Paul Allen, has garnered global 18 

acclaim for its software, hardware, and technology solutions. Renowned for products like 19 

Microsoft Windows and Office, it has diversified into cloud computing, gaming with Xbox, 20 

and AI research, leaving a profound impact on personal and business technology. LinkedIn, 21 

acquired by Microsoft in 2016, has become the premier professional networking platform, 22 

facilitating career development and industry connections. Intel Corporation, a semiconductor 23 

industry stalwart established in 1968, is synonymous with microprocessors powering a vast 24 

majority of personal computers worldwide. Amazon, originating as an online bookstore in 25 

1994, has transformed into a tech behemoth with services spanning e-commerce, cloud 26 

computing, digital streaming, and artificial intelligence, driven by customer-centric innovation. 27 

Netflix, initially a DVD rental service in 1997, has evolved into a global streaming powerhouse, 28 

reshaping entertainment consumption with its vast library of original content. Google, founded 29 

in 1998, reigns supreme in internet search and offers a plethora of services from online 30 

advertising to software development, influencing the digital landscape profoundly. 31 

4. Findings 32 

Artificial Intelligence (AI) has been increasingly utilized in various aspects of Human 33 

Resources (HR) to streamline processes, improve efficiency, and make data-driven decisions. 34 

It's important to note that while AI offers numerous benefits in HR, ethical considerations, data 35 
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privacy, and transparency must be carefully addressed to ensure fair and unbiased use of these 1 

technologies. Additionally, human oversight remains crucial in making sensitive HR decisions. 2 

Recruitment and Talent Acquisition process: AI-powered tools have transformed recruitment 3 

processes, notably in resume and application analysis, and initial candidate screening. 4 

Leveraging natural language processing (NLP) and machine learning algorithms, these tools 5 

efficiently analyze candidates' qualifications beyond keyword matching, ensuring a more 6 

unbiased selection process. Chatbots further enhance the initial stages of recruitment by 7 

promptly engaging with candidates, answering queries, and scheduling interviews. Notable 8 

examples of AI integration in recruitment include IBM Watson Talent, Google's recruitment 9 

platform (2019), and Oracle Recruiting (2020). IBM Watson Talent (2018) employs NLP and 10 

machine learning to evaluate resumes and match candidates to job requirements. Google's 11 

platform streamlines resume screening and candidate matching, while Oracle Recruiting offers 12 

automated recruitment processes and candidate recommendation systems based on data 13 

analysis. LinkedIn Talent Solutions (2021) also utilizes AI for candidate profile analysis, 14 

personalized user experiences, and labor market data analysis. Its AI-Assisted Projects and 15 

Conversational Search feature streamlines recruitment processes by automating project 16 

creation, candidate search, and providing data-driven recommendations. These examples 17 

demonstrate the widespread adoption of AI across diverse industries, underscoring its role in 18 

optimizing recruitment processes and engaging top talent efficiently. Candidate Screening 19 

process: AI algorithms streamline candidate screening by assessing profiles based on skills, 20 

experience, and qualifications, crucial in recruitment. They automate initial assessments, using 21 

data analytics and machine learning to evaluate resumes, cover letters, and other materials 22 

objectively. Beyond keyword matching, they discern context and patterns, reducing human 23 

bias. Notable companies like Amazon (2018) and IBM (2019) integrate AI for efficient 24 

candidate evaluation. Amazon employs AI tools to sift through numerous applicants, ensuring 25 

suitable matches for roles. IBM utilizes advanced algorithms to enhance recruitment efficiency. 26 

LinkedIn employs AI to analyze profiles, aiding recruiters in identifying relevant candidates. 27 

Netflix also uses AI for efficient screening, focusing recruiters on assembling teams driving 28 

innovation. Paradox (2020) offers an automated Applicant Tracking System, aiding in 29 

candidate sourcing, screening, and scheduling through a conversational AI assistant, 30 

streamlining the recruitment process. Overall, AI-driven candidate screening enhances 31 

decision-making and efficiency in recruitment processes across various industries. Interview 32 

process: Virtual interview platforms equipped with AI streamline the recruitment process by 33 

assessing candidate responses, facial expressions, and language. They facilitate the interview 34 

process, conducted through platforms like Interviewer.AI (2020) and Turing (2021). 35 

Interviewer.AI offers asynchronous video interviews, saving time by analyzing responses using 36 

Computer Vision, Voice Analysis, and NLP. Candidates respond in multiple languages and are 37 

evaluated on traits like Professionalism and Communication. Turing utilizes "AI that Built 38 

Turing" to automate recruitment tasks, including CV and portfolio analysis, personalized 39 
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candidate recommendations, automated scheduling, and intelligent data analysis.  1 

These platforms revolutionize talent management by efficiently identifying, evaluating, and 2 

selecting candidates, enhancing the overall hiring experience for both recruiters and applicants. 3 

Employee Onboarding process: Chatbots and virtual assistants can help streamline the 4 

onboarding process by providing information, answering common questions, and guiding new 5 

hires through orientation. refers to the process of integrating and orienting new hires into  6 

an organization. It involves activities such as providing necessary information, introducing 7 

company policies, and familiarizing new employees with their roles and responsibilities.  8 

In the given context, it is mentioned that chatbots and virtual assistants can assist in making the 9 

onboarding process more efficient. The statement implies that these automated tools,  10 

like chatbots and virtual assistants, can play a role in simplifying and optimizing the onboarding 11 

experience. They achieve this by offering information to new hires, addressing common queries 12 

they may have, and guiding them through the orientation process. Essentially,  13 

these technologies contribute to a smoother onboarding experience by providing support and 14 

information in a timely and interactive manner. Some prominent companies leveraging these 15 

technologies in their employee onboarding processes include multinational corporations like 16 

Google (2020), Microsoft (2021), IBM, and Amazon. Additionally, smaller enterprises and 17 

startups are also adopting such tools to enhance the efficiency and effectiveness of their 18 

onboarding procedures. Employee Engagement: AI tools revolutionize employee engagement 19 

through surveys, feedback, and sentiment analysis, crucial for organizational success. Leading 20 

firms like Google, Microsoft, IBM, and Amazon employ these tools to boost satisfaction and 21 

productivity. Effy.ai (2021) simplifies performance reviews by leveraging survey data, aiding 22 

HR and managers with insights into performance and project stages. AI integration in 23 

engagement spans diverse industries, aiming to enhance morale and productivity. AI optimizes 24 

performance evaluation by analyzing indicators and feedback objectively, fostering a fair 25 

assessment process. AI systems provide timely adjustments, promoting continuous 26 

improvement. AI analyzes vast data to tailor development plans, addressing specific needs.  27 

AI predicts future trends, enabling proactive talent planning. AI processes feedback from 28 

various sources, enhancing performance evaluation accuracy. AI aligns individual goals with 29 

organizational objectives, enhancing overall performance. AI-driven assessments craft tailored 30 

development strategies for employees. AI enables dynamic adjustments to workload and 31 

priorities. Automating aspects of review processes saves time for strategic talent management. 32 

A balanced approach to AI integration ensures an objective and employee-centric performance 33 

management system, complementing human judgment. AI-powered learning platforms 34 

personalize training, while predictive analytics offer insights into turnover and workforce 35 

planning. Employee Assistance: Chatbots and virtual assistants streamline HR operations by 36 

handling routine inquiries, allowing HR professionals to concentrate on more complex tasks. 37 

They provide employees with instant access to HR-related support and information, ensuring 38 

consistent responses 24/7. By leveraging AI, these tools build trust and reliability within the 39 
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HR function (Lewicka, 2017). Moreover, they enable HR teams to dedicate time to strategic 1 

initiatives like talent development and organizational culture enhancement. For instance, 2 

LinkedIn's AI-Assisted Messaging in Talent Solutions (2021) boosts InMail acceptance rates 3 

by up to 40% through personalized communication with candidates. This feature optimizes 4 

recruitment processes, reflecting the importance of effective communication strategies. 5 

Additionally, AI-powered Employee Assistance tools analyze inquiry data to identify common 6 

issues, facilitating continuous HR service enhancement. Ultimately, integrating chatbots and 7 

virtual assistants enhances HR efficiency, accessibility, and the overall employee experience 8 

while enabling HR professionals to focus on value-adding strategic endeavors. Diversity and 9 

Inclusion: AI plays a vital role in fostering diversity and inclusion in workplaces by identifying 10 

and mitigating biases in hiring, promoting fairness, and promoting awareness. AI algorithms 11 

detect biases in recruitment, promotion, and performance evaluations, aiding organizations in 12 

taking proactive steps to mitigate biases. AI-powered recruiting platforms identify diverse 13 

talent pools, broadening candidate pools and increasing workforce diversity. AI analyzes 14 

language in job descriptions to suggest more inclusive language, attracting a wider range of 15 

applicants. Personalized diversity training through AI platforms raises awareness of biases and 16 

fosters cultural competency. AI ensures fair performance evaluations for employees from 17 

diverse backgrounds. AI chatbots support employee resource groups focused on diversity and 18 

inclusion, facilitating discussions and providing resources. Monitoring diversity metrics in real-19 

time, AI holds leaders accountable for diversity goals. In workforce planning, AI predicts future 20 

workforce needs, aiding in informed decisions about hiring, training, and restructuring.  21 

IBM (2019) and Google (2020) utilize AI in forecasting future workforce needs, identifying 22 

skills gaps, and optimizing talent strategies. AI-driven analytics assist in strategic decision-23 

making related to recruitment and team restructuring. Overall, AI drives significant progress in 24 

creating diverse, equitable, and inclusive workplaces, but caution in implementation is essential 25 

to prevent unintended consequences. Robotic Process Automation (RPA): RPA empowered by 26 

AI revolutionizes HR operations by automating repetitive tasks like data entry, payroll 27 

processing, and benefits administration, fostering efficiency, accuracy, and time savings.  28 

This technology enables HR professionals to concentrate on strategic endeavors, boosting 29 

overall productivity. Accenture utilizes RPA (2019) with AI for tasks such as payroll processing 30 

and data entry, freeing up time for strategic initiatives. ADP employs RPA (2020) to automate 31 

payroll tasks, enhancing accuracy and efficiency. UiPath, a top RPA software provider, 32 

automates HR processes like resume screening and interview scheduling, optimizing 33 

workflows. Employee Wellness: AI can effectively monitor employee well-being, offering 34 

insights into stress, work-life balance, and burnout risks. This data-driven approach allows  35 

HR professionals to address concerns proactively and implement tailored wellness programs. 36 

For instance, Cisco (2021) and Microsoft (2020) utilize AI to analyze stress levels, work hours, 37 

and communication patterns, facilitating the design of supportive interventions. HR Signal's 38 

Proactive Employee Retention tool employs AI to predict employees' likelihood of leaving 39 
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within 90 days, aiding in retention efforts. By assessing factors like peer and market data,  1 

it identifies high-risk employees and assists in creating action plans to retain them.  2 

Such AI-driven initiatives foster a caring culture, enhancing satisfaction and retention within 3 

organizations. 4 

5. Discussion 5 

The integration of artificial intelligence (AI) is pivotal in streamlining various human 6 

resources (HR) functions, particularly through automating repetitive tasks like candidate 7 

screening and administrative duties. This automation liberates HR professionals to concentrate 8 

their time and efforts on strategic initiatives and fostering employee engagement. AI-driven 9 

analytics in HR enable the collection of data-driven insights, thereby enhancing decision-10 

making across talent acquisition, retention, and performance management. Additionally,  11 

AI-powered knowledge-sharing platforms facilitate the exchange of information and expertise 12 

among employees, fostering a culture of continuous learning and collaboration within the 13 

organization. Moreover, AI improves recruitment processes by analyzing resumes and aligning 14 

them with job descriptions to identify highly qualified candidates, reducing bias and increasing 15 

the likelihood of hiring the best-suited individuals. AI also shows promise in promoting 16 

employee well-being by accurately predicting instances of burnout and providing timely 17 

interventions, ultimately enhancing overall job satisfaction and well-being among employees. 18 

In the hands of proficient HRM professionals, well-versed in its application, generative  19 

AI emerges as an invaluable instrument for accomplishing both strategic and operational tasks, 20 

leading to a more efficient and effective allocation of resources. By integrating generative  21 

AI as an HRM assistant, professionals can liberate valuable time to address strategic and long-22 

term issues within their scope of responsibilities. Considering these findings, organizations 23 

must actively embrace and adeptly manage artificial intelligence in their HR strategies to gain 24 

a competitive advantage and fortify their position in the fiercely competitive market. 25 

Transparency and explainability are additional ethical considerations. AI algorithms can be 26 

complex, and the lack of transparency in their decision-making processes can make it 27 

challenging to understand how and why certain decisions are made. This lack of transparency 28 

can lead to distrust among employees and job candidates, emphasizing the importance of clear 29 

communication and transparency in AI-driven HR processes.  30 

While the integration of AI in HR offers numerous benefits, this research acknowledges 31 

several limitations. Firstly, ethical concerns are paramount (Rane, 2023). AI systems, if not 32 

properly designed and monitored, can perpetuate existing biases, leading to unfair treatment of 33 

candidates and employees. This can happen because AI models are trained on historical data, 34 

which may contain biases reflecting past discrimination or inequality. If these biases are not 35 
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identified and corrected, the AI can reinforce them, leading to outcomes that are not just unfair 1 

but also legally and ethically problematic. Secondly, data privacy is a significant issue 2 

(Nyathani, 2023). The use of AI in HR involves handling vast amounts of sensitive employee 3 

data, including personal details, performance records, and sometimes even health information. 4 

This raises concerns about data security and the potential for breaches. Companies must ensure 5 

that they comply with data protection regulations such as GDPR or CCPA, which require strict 6 

controls on how data is stored, processed, and shared. Any lapse in data privacy can lead to 7 

significant financial penalties and damage to the company's reputation. Transparency in  8 

AI decision-making processes is another critical limitation. AI algorithms are often described 9 

as "black boxes" because their internal workings are not easily understood by humans 10 

(Carabantes, 2020). This opacity makes it challenging to ensure accountability and understand 11 

how decisions are made, particularly in HR contexts where decisions can significantly impact 12 

people's lives and careers. Employees and candidates may feel uneasy about being evaluated 13 

by an opaque system, which can erode trust in the HR processes (Lewicka, 2016). Moreover, 14 

human oversight remains crucial. Despite the efficiency and speed of AI, human judgment is 15 

essential in making sensitive HR decisions (Bankins, 2022), especially those involving 16 

employee well-being and performance evaluations. AI can provide valuable data and insights, 17 

but the final decision should be made by humans who can consider nuances and contexts that 18 

AI might miss. Over-reliance on AI without adequate human oversight can lead to decisions 19 

that are technically correct but lack empathy and understanding of individual circumstances.  20 

Future research should focus on several key areas to address these limitations. Developing 21 

ethical AI frameworks is essential (Ashok, 2022). These frameworks should include guidelines 22 

to ensure AI systems are designed and used ethically, minimizing bias and promoting fairness. 23 

This involves not only technical solutions, like algorithmic audits and bias correction 24 

techniques but also organizational policies that prioritize ethical considerations in  25 

AI deployment. Enhancing data privacy measures is another crucial direction (Raparthi, 2021). 26 

Implementing robust data protection strategies to safeguard sensitive employee information is 27 

necessary. This could involve advanced encryption methods, secure data storage solutions,  28 

and strict access controls. Regular audits and compliance checks should be conducted to ensure 29 

that privacy measures are up to date and effective. Improving transparency in AI models is also 30 

vital. Creating transparent AI systems that allow HR professionals and other stakeholders to 31 

understand and trust AI-driven decisions can mitigate concerns about opacity (Borenstein, 32 

2021). This could involve developing explainable AI (XAI) techniques that make the decision-33 

making process of AI systems more interpretable and providing users with clear explanations 34 

of how decisions are made. Balancing automation with human oversight is essential for the 35 

responsible use of AI in HR (Rodgers, 2023). Ensuring a balanced approach where AI supports 36 

but does not replace human judgment, particularly in complex decision-making scenarios,  37 

can help maintain the human touch in HR processes. Training HR professionals to effectively 38 

collaborate with AI tools will be crucial in achieving this balance (Kambur, 2022).  39 
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Finally, exploring AI in new HR domains offers exciting opportunities. Investigating how  1 

AI can further enhance other HR areas, such as learning and development, succession planning, 2 

and employee engagement, can provide new avenues for improving HR practices. For instance, 3 

AI can personalize learning experiences for employees, identify potential leaders within the 4 

organization, and predict workforce trends to better plan for future needs. Overall, while AI has 5 

the potential to significantly enhance HR processes, careful consideration of ethical, privacy, 6 

and transparency issues is essential to realize its full benefits and ensure its responsible use.  7 

By addressing these limitations and focusing on future directions, organizations can harness the 8 

power of AI to create more efficient, fair, and effective HR practices. 9 

References 10 

1. Accenture RPA with AI (2019). Transforming HR with Accenture RPA. Accenture. 11 

2. ADP RPA Solutions (2020). Efficiency in HR with ADP RPA. ADP. 12 

3. Akhtar, P., Ghouri, A.M., Khan, H.U.R., Amin ul Haq, M., Awan, U., Zahoor, N., Khan, 13 

Z., Ashraf, A. (2023). Detecting fake news and disinformation using artificial intelligence 14 

and machine learning to avoid supply chain disruptions. Annals of Operations Research, 15 

327(2), 633-657. https://doi.org/10.1007/s10479-022-05015-5 16 

4. Ashok, M., Madan, R., Joha, A., Sivarajah, U. (2022). Ethical framework for Artificial 17 

Intelligence and Digital technologies. International Journal of Information Management, 18 

62, 102433. 19 

5. Bankins, S., Formosa, P., Griep, Y., Richards, D. (2022). AI decision making with dignity? 20 

Contrasting workers’ justice perceptions of human and AI decision making in a human 21 

resource management context. Information Systems Frontiers, 24(3), 857-875. 22 

6. Bhargava, A., Bester, M., Bolton, L. (2021). Employees’ perceptions of the implementation 23 

of robotics, artificial intelligence, and automation (RAIA) on job satisfaction, job security, 24 

and employability. Journal of Technology in Behavioral Science, 6(1), 106-113.  25 

7. Borenstein, J., Howard, A. (2021). Emerging challenges in AI and the need for AI ethics 26 

education. AI and Ethics, 1, 61-65. 27 

8. Carabantes, M. (2020). Black-box artificial intelligence: an epistemological and critical 28 

analysis. AI & society, 35(2), 309-317. 29 

9. Cisco AI for Employee Wellness (2021). Monitoring Employee Wellness with Cisco AI. 30 

Cisco 31 

10. Dwivedi, Y.K., Hughes, L., Ismagilova, E., Aarts, G., Coombs, C., Crick, T., Duan, Y., 32 

Dwivedi, R., Edwards, J., Eirug, A., Galanos, V., Ilavarasan, P.V., Janssen, M., Jones, P., 33 

Kar, A.K., Kizgin, H., Kronemann, B., Lal, B., Lucini, B., … Williams, M.D. (2021). 34 

https://doi.org/10.1007/s10479-022-05015-5


344 D. Lewicka, H. Starowicz-Rajca, R. Blbas, A. Wilczewski 

Artificial Intelligence (AI): Multidisciplinary perspectives on emerging challenges, 1 

opportunities, and agenda for research, practice and policy. International Journal of 2 

Information Management, 57, 101994. https://doi.org/10.1016/j.ijinfomgt.2019.08.002  3 

11. Effy AI. Free Performance Management Software for Teams. Retrieved from: 4 

https://www.effy.ai/, February 17, 2024. 5 

12. Effy.ai (2021). Effy.ai: AI-Powered Performance Reviews and Engagement. Effy.ai. 6 

13. Enhancing Recruitment Efficiency with Amazon AI (2018). Amazon AI. 7 

14. Fenwick, A., Molnar, G., Frangos, P. (2023). Revisiting the role of HR in the age of AI: 8 

bringing humans and machines closer together in the workplace. Frontiers in Artificial 9 

Intelligence, Vol. 6. Frontiers Media SA. https://doi.org/10.3389/frai.2023.1272823 10 

15. Füller, J., Hutter, K., Wahl, J., Bilgram, V., Tekic, Z. (2022). How AI revolutionizes 11 

innovation management – Perceptions and implementation preferences of AI-based 12 

innovators. Technological Forecasting and Social Change, 178. https://doi.org/10.1016/ 13 

j.techfore.2022.121598 14 

16. Glikson, E., Woolley, A.W. (2020). Human trust in artificial intelligence: Review of 15 

empirical research. Academy of Management Annals, 14(2), 627-660. https://doi. 16 

org/10.5465/annals.2018.0057 17 

17. Google AI in Diversity and Inclusion (2020). Promoting Diversity with Google AI. Google 18 

AI Blog. 19 

18. Google Onboarding with AI (2020). Enhancing Onboarding with Google AI. Google AI 20 

Blog. 21 

19. Gupta, A., Mishra, M. (2023). Artificial Intelligence for Recruitment and Selection.  22 

In: The Adoption and Effect of Artificial Intelligence on Human Resources Management, 23 

Part B (pp. 1-11). Emerald Publishing Limited. doi:10.1108/978-1-80455-662-720230001 24 

20. Harnessing AI in LinkedIn Talent Solutions (2021). LinkedIn Talent Solutions. 25 

21. HR Signal Proactive Employee Retention (2021). AI-Driven Retention with HR Signal.  26 

HR Signal. 27 

22. https://business.linkedin.com/talent-solutions/product-update/recruiter-release/features 28 

23. https://docs.oracle.com/en/cloud/saas/adaptive-intelligent-apps/aibfc/welcome-to-ai-apps-29 

for-talent-management.html#u30010414 30 

24. https://interviewer.ai/help/what-is-interviewer-ais-video-intelligence/ 31 

25. https://www.hrsignal.com 32 

26. https://www.oracle.com/human-capital-management/ 33 

27. https://www.paradox.ai/ 34 

28. https://www.turing.com/services/ai 35 

29. Huang, X., Yang, F., Zheng, J., Feng, C., Zhang, L. (2023). Personalized human resource 36 

management via HR analytics and artificial intelligence: Theory and implications. Asia 37 

Pacific Management Review. 38 

https://www.effy.ai/
https://business.linkedin.com/talent-solutions/product-update/recruiter-release/features
https://interviewer.ai/help/what-is-interviewer-ais-video-intelligence/
https://www.hrsignal.com/
https://www.paradox.ai/
https://www.turing.com/services/ai


Cultivating success: a practical exploration… 345 

30. IBM AI for Diversity and Inclusion (2019). AI-Powered Diversity Initiatives by IBM.  1 

IBM Diversity and Inclusion. 2 

31. IBM AI for Employee Engagement (2020). Boosting Employee Engagement with IBM AI. 3 

IBM Watson. 4 

32. IBM AI-Powered Candidate Evaluation (2019). IBM Research. 5 

33. IBM Watson Talent: Leveraging AI for Smarter Recruiting (2018). IBM Watson Talent 6 

Official Site. 7 

34. Interviewer.AI: AI-Driven Video Interviews (2020). Interviewer.AI. 8 

35. Fernandes França, T.J., São Mamede, H., Pereira Barroso, J.M., Pereira Duarte dos Santos, 9 

V.M. (2023). Artificial intelligence applied to potential assessment and talent identification 10 

in an organizational context. Heliyon, 9(4). https://doi.org/10.1016/j.heliyon.2023.e14694 11 

36. Jahan, S. (2023). A study on electronic human resource management (E-HRM) practices in 12 

apex footwear limited. Bangladesh Journal of Multidisciplinary Scientific Research, 8(1), 13 

27-33. 14 

37. Jarrahi, M.H., Askay, D., Eshraghi, A., Smith, P. (2023). Artificial intelligence and 15 

knowledge management: A partnership between human and AI. Business Horizons, 66(1), 16 

87-99. https://doi.org/10.1016/j.bushor.2022.03.002 17 

38. Kambur, E., Akar, C. (2022). Human resource developments with the touch of artificial 18 

intelligence: a scale development study. International Journal of Manpower, 43(1), 168-19 

205. 20 

39. Kambur, E., Yildirim, T. (2023). From traditional to smart human resources management. 21 

International Journal of Manpower, 44(3), 422-452. 22 

40. Kholik, A.B.D.U.L., Ramdhani, M.R., Lathifah, Z.K., Fauziah, R.S.P., Bahri, S.A I.F.U. L., 23 

Hamurdani, H. (2023). Digitalization of Human Resource Management: A Bibliometric 24 

Analysis. Journal of Engineering Science and Technology Special Issue on ISCoE2022, 25 

18(4), 20-29. 26 

41. Korzynski, P., Mazurek, G., Altmann, A., Ejdys, J., Kazlauskaite, R., Paliszkiewicz, J., ... 27 

Ziemba, E. (2023). Generative artificial intelligence as a new context for management 28 

theories: analysis of ChatGPT. Central European Management Journal, 31(1), 3-13. 29 

42. Leicht-Deobald, U., Busch, T., Schank, C. et al. (2019). The Challenges of Algorithm-30 

Based HR Decision-Making for Personal Integrity. J. Bus. Ethics, 160, 377-392. 31 

https://doi.org/10.1007/s10551-019-04204-w 32 

43. Lewicka, D., Zakrzewska-Bielawska, A. (2016). Rola zaufania w relacyjnej orientacji 33 

przedsiębiorstwa. In: G. Osbert-Pociecha, S. Nowosielski (ed.), Meandry teorii i praktyki 34 

zarządzania (pp. 105-127). Wrocław: Wydawnictwo UE we Wrocławiu. 35 

44. Lewicka, D., Karp-Zawlik, P., Pec, M. (2017). Organizational trust and normative 36 

commitment. Annales Universitatis Mariae Curie-Skłodowska, sectio H – Oeconomia,  37 

Vol. 51, No. 3, pp. 72-83. 38 

https://doi.org/10.1016/j.heliyon.2023.e14694
https://doi.org/10.1007/s10551-019-04204-w


346 D. Lewicka, H. Starowicz-Rajca, R. Blbas, A. Wilczewski 

45. Li, T.C., Chan, Y.E. (2019). Dynamic information technology capability: Concept 1 

definition and framework development. The Journal of Strategic Information Systems, 2 

28(4), 101575. 3 

46. LinkedIn AI-Assisted Messaging (2021). LinkedIn's AI-Driven Employee Assistance. 4 

LinkedIn Talent Solutions. 5 

47. Malik, A., Budhwar, P., Patel, C., Srikanth, N.R. (2022). May the bots be with you! 6 

Delivering HR cost-effectiveness and individualised employee experiences in an MNE.  7 

The International Journal of Human Resource Management, 33(6), 1148-1178. 8 

48. Malik, A., De Silva, M.T., Budhwar, P., Srikanth, N.R. (2021). Elevating talents' experience 9 

through innovative artificial intelligence-mediated knowledge sharing: Evidence from an 10 

IT-multinational enterprise. Journal of International Management, 27(4), 100871. 11 

49. Marín Díaz, G., Galán Hernández, J.J., Galdón Salvador, J.L. (2023). Analyzing Employee 12 

Attrition Using Explainable AI for Strategic HR Decision-Making. Mathematics, 11(22). 13 

https://doi.org/10.3390/math11224677 14 

50. Microsoft AI for Stress Analysis (2020). AI-Powered Stress Analysis by Microsoft. 15 

Microsoft AI 16 

51. Microsoft AI Onboarding Tools (2021). Streamlining Onboarding with Microsoft AI. 17 

Microsoft AI 18 

52. Negnevitsky, M. (2005). Artificial intelligence. Addison-Wesley. 19 

53. Nyathani, R. (2023). AI-Driven HR Analytics: Unleashing the Power of HR Data 20 

Management. Journal of Technology and Systems, 5(2), 15-26. 21 

54. Oracle Recruiting Cloud: Next-Gen Talent Acquisition (2020). Oracle Recruiting. 22 

55. Ore, O., Sposato, M. (2022). Opportunities and risks of artificial intelligence in recruitment 23 

and selection. International Journal of Organizational Analysis, 30(6), 1771-1782. 24 

56. Palmatier, R.W., Houston, M.B., Hulland, J. (2018). Review articles: Purpose, process, and 25 

structure. Journal of the Academy of Marketing Science, 46(1), 1-5. 26 

57. Paradox AI: Revolutionizing Candidate Screening (2020). Paradox AI. 27 

58. Paul, J., Criado, A.R. (2020). The art of writing literature review: What do we know and 28 

what do we need to know? International Business Review, 29(4), 101717. 29 

59. Prikshat, V., Malik, A., Budhwar, P. (2023). AI-augmented HRM: Antecedents, 30 

assimilation, and multilevel consequences. Human Resource Management Review, 33(1), 31 

100860. 32 

60. Rane, N. (2023). Role and challenges of ChatGPT and similar generative artificial 33 

intelligence in human resource management. Available at SSRN 4603230. 34 

61. Raparthi, M. (2021). Privacy-Preserving IoT Data Management with Blockchain and AI-A 35 

Scholarly Examination of Decentralized Data Ownership and Access Control Mechanisms. 36 

Internet of Things and Edge Computing Journal, 1(2), 1-10. 37 

https://doi.org/10.3390/math11224677


Cultivating success: a practical exploration… 347 

62. Rodgers, W., Murray, J.M., Stefanidis, A., Degbey, W.Y., Tarba, S.Y. (2023). An artificial 1 

intelligence algorithmic approach to ethical decision-making in human resource 2 

management processes. Human Resource Management Review, 33(1). 3 

https://doi.org/10.1016/j.hrmr.2022.100925 4 

63. Roy, D., Srivastava, R., Jat, M., Karaca, M.S. (2022). A complete overview of analytics 5 

techniques: descriptive, predictive, and prescriptive. Decision intelligence analytics and the 6 

implementation of strategic business management, 15-30. 7 

64. Satispi, E., Rajiani, I., Murod, M., Andriansyah, A. (2023). Human Resources Information 8 

System (HRIS) to Enhance Civil Servants’ Innovation Outcomes: Compulsory or 9 

Complimentary? Administrative Sciences, 13(2), 32. 10 

65. Setiawan, D., Gunawan, E.F. (2023). Electronic human resource management (e-HRM) 11 

practices: systematic literature review. Asia Pacific Journal of Business Economics and 12 

Technology, 3(3), 37-50. 13 

66. Transforming Talent Acquisition with Google AI (2019). Google AI Blog. 14 

67. Turing, A.M. (1950). Computing machinery and intelligence.  15 

68. Turing's AI-Powered Recruitment Automation (2021). Turing. 16 

69. Votto, A.M., Valecha, R., Najafirad, P., Rao, H.R. (2021). Artificial intelligence in tactical 17 

human resource management: A systematic literature review. International Journal of 18 

Information Management Data Insights, 1(2), 100047. 19 

70. Vrontis, D. (2021). The International Journal of Human Resource Artificial intelligence, 20 

robotics, advanced technologies, and human resource management: a systematic review. 21 

Int. J. Hum. Resour. Manag., 1-30. 22 

71. www.amazon.com 23 

72. www.cisco.com 24 

73. www.google.com 25 

74. www.ibm.com 26 

75. www.intel.com 27 

76. www.micosoft.com 28 

77. www.netflix.com 29 

78. Zel, S., Kongar, E. (2020, September). Transforming digital employee experience with 30 

artificial intelligence. 2020 IEEE/ITU International Conference on Artificial Intelligence 31 

for Good (AI4G), pp. 176-179. 32 

http://www.ibm.com/
http://www.cisco.com/
http://www.google.com/
http://www.ibm.com/
http://www.intel.com/
http://www.micosoft/
http://www.netflix.com/

