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ABSTRACT 
Artificial Intelligence (AI) is also transforming the way companies hire and manage their workers. AI 
accelerates recruiting, makes hiring more accurate, and reduces discrimination. AI-based human 
resources (AI-based HR) systems can sort through data to find suitable candidates, predict employees 
who will most likely quit, and determine the training opportunities that the workers require to develop 
their strengths. This helps organisations generate a stronger and more passionate workforce while 
saving time and effort. 
 
AI in HR is not without problems either. Firstly, there are privacy issues—employees may feel that AI 
is gathering and processing their personal information. Secondly, there are issues of fairness—if AI is 
not configured correctly, it is discriminatory and makes biased judgments. Thirdly, there is reduced 
human interaction—AI-based judgments are seen to be cold, and employees may feel that instead of 
humans, machines are ruling their workplace. To address these issues, businesses must employ AI 
ethically and transparently. They must ensure that AI systems are transparent, unbiased, and equitable. 
AI must assist HR professionals in making hiring and managing employees better instead of replacing 
human decision-making entirely. If applied properly, AI can optimise HR and make it more efficient 
and effective. Through the union of technology and human values such as fairness, trust, and 
transparency, organisations can create an organisation where their people are treated with respect and 
cared for. AI, when applied wisely, can transform HR to the benefit of organisations and their people. 

 
Keywords: AI in HR, HR analytics, AI-powered recruitment, Employee retention, AI in hiring, Talent 
acquisition, HR technology, Data privacy in HR 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

GIS SCIENCE JOURNAL ISSN NO : 1869-9391

VOLUME 12, ISSUE 5, 2025 PAGE NO: 144



INTRODUCTION 

Artificial Intelligence (AI) is revolutionising the Human Resources (HR) function, particularly 

in talent acquisition and retention of employees. AI-driven HR analytics enables businesses to 

automate the recruitment process, predict workforce trends, and enhance employee 

engagement. The technologies leverage predictive analytics, machine learning, and big data to 

identify the best talent, avoid biases in recruitment, and enhance talent management. AI enables 

HR professionals to free time from administrative tasks, such as screening resumes and 

matching candidates, to spend on meaningful tasks, such as retaining employees and building 

employees' careers. However, though it has numerous advantages, AI in HR also creates issues. 

Data privacy concerns, discriminatory algorithms, and transparency threaten hiring and 

decision-making fairness. Employees are sure to be wary of AI assessments, and that creates 

trust challenges for organisations. Although companies keep using AI in HR, fresh ideas must 

be balanced against ethical responsibility. This paper discusses the impact of HR analytics 

based on AI on employee hiring and retaining, outlining its strengths, weaknesses, and the right 

way of using it ethically.  

 

Multiple Perspectives from Leading Experts: 

Mahiboob Sayyad & Dr. Kastoori Srinivas – AI in HR: Impact on Recruitment & Talent 

Management 

The authors describe how AI is revolutionising HR by improving recruitment, automating 

employee satisfaction, and enabling more data-driven decisions. They describe how AI 

improves automated processes, increases productivity, and reduces turnover. They aim to 

demonstrate how AI can help organisations develop HR strategies aligned with business goals. 

They also mention that HR professionals must educate themselves more about AI. 

 

Shikha Tewari, Amit Joshi & Deeksha Tewari – AI in HR: Benefits and Challenges 

This study centres on how AI is revolutionising HR activities like recruitment and performance 

appraisal. The authors highlight AI's benefits, such as better efficiency and decision-making, 

and its drawback, job displacement. They want to counsel firms on how AI integrates into HR 

and emphasise the importance of implementing AI ethically and in employee adjustment 

assistance. 

 

Shobhanam Krishnaa & Sumati Sidharth – AI-Powered Workforce Analytics 
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The authors introduce an AI model to forecast when employees leave. They condition it on 

variables such as work-life balance and job security that influence job tenure. They seek to 

demonstrate how predictive analytics can assist companies in lowering employee turnover. The 

study identifies how AI can enable HR to be data-driven and proactive. 

 

Khadijat Oyindamola Alabi – Predictive Analytics in HR 

This research aims to demonstrate how AI predictive analytics can empower HR departments 

to make better decisions. The author outlines how AI can track workforce trends, improve 

employee engagement, and reduce turnover. The research highlights the importance of utilising 

ethical AI in HR and demonstrates how businesses can benefit from AI insights. 

 

Sunil Basnet – AI in Employee Retention Strategies 

The writer explores how AI can predict and reduce employee turnover. (Cotton, 1986). The 

study depicts how AI monitors employee activities in a bid to allow HR departments to react 

pre-emptively. It also alludes to issues of ethics, such as privacy. The aim is to help 

organisations utilise AI to come up with more effective retention policies. 

 

M. Mohammed Sikkandher, V. Gopi, Ramesh Kumar & M. Rajalakshmi – AI in Talent 

Management 

This research examines how AI assists in employee development and career advancement. The 

authors explain how AI identifies skill gaps and recommends training. They propose to show 

how AI can assist companies in retaining and developing employees. They also briefly discuss 

ethical concerns, such as AI decision bias. 

 

Surendar Vaddepalli – The Future of AI in HR 

The author delves into how AI is transforming HR activity and workforce planning. The 

research covers the advantages and disadvantages of automation, e.g., concerns about job loss. 

It sets out the necessity for HR professionals to embrace AI. The purpose is to enable 

companies to prepare for AI-based HR transformations. The list of titles that have been 

reviewed is produced in Table 1. 
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Table 1: List of titles and their corresponding authors 

Title Author 

Analysing the Impact of AI-Driven 

HR Technologies on Employee 

Experience, Recruitment, and 

Talent Management Strategies  

 

 

Mahiboob Sayyad, Dr. Kastoori Srinivas 

 

 

 

AI-Powered HR: Impact, Benefits, 

and Challenges 

Ms. Shikha Tewari (Assistant Professor, 

Graphic Era Hill University, Haldwani Campus, 

Uttarakhand, India) 

 

Prof. Dr. Amit Joshi (Professor, Dept. of 

Management Studies, Bhimtal Campus, 

Uttarakhand, India) 

 

Ms. Deeksha Tewari (Assistant Professor, 

Graphic Era Hill University, Bhimtal Campus, 

Uttarakhand, India) 

 

 

AI-Powered Workforce Analytics: 

Maximizing Business and 

Employee Success through 

Predictive Attrition Modelling 

 

Shobhanam Krishna (Indian Institute of 

Management, Shillong, India) 

 

Sumati Sidharth (Defence Institute of Advanced 

Technology, Pune, India) 

 

 

 

 

 

Predictive Analytics in HR: 

Leveraging AI for Data-Driven 

Decision Making 

Khadijat Oyindamola Alabi (William 

Paterson University, USA) 

Adegoke A. Adedeji (National Open 

University of Nigeria) 

Samia Mahmuda (William Paterson 

University, USA) 
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 Sunday Fowomo (Lagos State University, 

Nigeria) 

 

The Impact of AI-Driven 

Predictive Analytics on Employee 

Retention Strategies 

 

 

 

Sunil Basnet 

 

AI-Powered Talent Management 

Systems: Personalized 

Development and Retention 

Strategies 

 

Dr. M. Mohammed Sikkandher 

Dr. V. Gopi  

Ramesh Kumar  

M. Rajalakshmi  

 

 

 

 

 

The Future of Work: Implications 

of Artificial Intelligence on HR 

Practices 

 

Dr. Bijja Vishwanath – Lecturer, Department 

of Economics and Business Administration, 

University of Technology and Applied Science, 

IBRI, Sultanate of Oman 

Dr. Surendar Vaddepalli – Senior Lecturer, 

Department of Economics and Business 

Administration, University of Technology and 

Applied Sciences, Sultanate of Oman 

 

Artificial Intelligence in Human 

Resource: The Key to Successful 

Recruiting and Performance 

Management 

 

 

Dr. T. Shenbhagavadivu 

Kavya Poduval 

Vinitha V 

AI Applications in Workforce 

Development and Employee 

Retention Strategies 

 

Charles Paul 

Hall Rivera 
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AI-Driven Human Resource 

Analytics for Enhancing 

Workforce Agility and Strategic 

Decision-Making 

 

 

    Padmavathi S M 

 

 

Contribution-1  

Analysing the Impact of AI-Driven HR Technologies (Shrivastava, 2003) on Employee 

Experience, Recruitment, and Talent Management Strategies 

 

The research examines (Myers, 2007) The impact of AI-based HR technologies on employee 

experience, talent recruitment, and talent management (Hughes, 2008) In the IT sector. It aims 

to observe how AI influences HR practices. (Wright, (2005). ) AI enhances worker engagement 

by automating mundane tasks, making improved decisions, and enhancing worker engagement. 

The research employs various methods to collect primary data through surveys of IT employees 

and also cross-verifies other sources to observe AI's role in HR. The research discovers that AI 

software enhances recruitment by automating candidate screening, reducing biases, and 

choosing the best talent. Likewise, AI improves employee experience by providing 

personalised feedback, leveraging predictive analytics, and automating HR processes that 

enhance communication and decision-making. (Heisler, 2002). The research also discovers 

how AI enables strategic talent management by providing data-driven insights that aid 

employee retention. (Craik, 1975), career development, and workforce planning. Despite these 

advantages, the research identifies challenges such as data privacy issues, ethical issues due to 

AI biases, and the requirement for HR professionals to acquire new skills to work with AI 

systems effectively. The research concludes by finally emphasising that the implementation of 

AI is crucial for firms to remain competitive in talent. (Martín, 2001), and the research 

concludes with strategic recommendations (Waselenko, 2004) for IT firms to enhance their HR 

processes and develop a more engaged and productive workforce (Stewart, 2003). 

 

This study analyses how AI HR technologies are revolutionising human resource management 

(Fombrun, 2015), especially in the IT sector, where it is highly crucial to manage skilled 

workers. The study attempts to understand how AI helps in hiring, improves employee 
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experience, and improves talent management strategies. Through surveys with IT employees 

and analysis of other studies, the study offers an insight into how AI software, including 

automated candidate screening (Werpy, 2004), predictive analytics, and personalised 

engagement programs, is revolutionising traditional HR work. The study finds that AI 

dramatically improves efficiency (Kresse, 1996) through the automation of routine HR tasks, 

better decision-making, and better communication between workers and HR departments. 

Additionally, AI HR solutions help retain talent by detecting employees who are likely to leave, 

helping professional growth (Clarke, 2002), and offering real-time feedback on performance. 

The study also finds the drawbacks of implementing AI (Lin, 2018), including issues related 

to data protection, possible bias in AI software, and the need for HR professionals to remain 

aware of technology changes. The study concludes that although AI has many benefits, 

organisations need to be cautious in its implementation to gain the maximum benefits while 

addressing ethical and pragmatic issues. 

 

Opportunities 

AI-based HR technologies present immense opportunities for businesses, particularly in the IT 

industry. (Melitz M. J., 2003), where innovation and an efficient workforce are critical. One 

key advantage is that AI can improve recruitment by automating resume screening. (Derous, 

2018b), identifying top talent, and accelerating hiring cycles. AI technology also eliminates 

human biases through data-driven decision-making. (Charnes, 1978), ensuring the hiring 

(Rivera, 2012) The process is fair and unbiased. Additionally, AI improves the employee 

experience through personalised feedback, career development programs, and engagement 

initiatives that enable companies to address workforce challenges. (Russakovsky, 2015) 

Moreover, it boosts job satisfaction. (Porter, 1974). AI-based predictive analytics enable HR 

professionals to predict workforce trends.  (Zwieg, 2006), enhance performance management, 

and develop retention programs based on real-time data analysis. AI also reduces the workload 

of mundane HR tasks such as payroll, attendance management, and compliance, enabling HR 

professionals to focus on strategic initiatives that drive business growth. Another key advantage 

is AI's assistance in driving workplace diversity and inclusion by automating hiring criteria and 

eliminating unconscious bias. Through AI, companies can develop more data-driven, 

responsive, and effective HR functions that support long-term business objectives. 
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Challenges 

Though AI-driven HR technologies come with numerous advantages, businesses need to 

address several issues. Data privacy (Abadi, 2016) and security are among the most significant 

challenges, as AI technologies deal with vast amounts of sensitive employee data that are 

susceptible to cyber-attacks and abuse. It is critical for companies deploying AI technologies 

in HR to comply with data protection regulations and possess robust security systems. Another 

huge challenge is algorithmic bias, where AI technologies inherit prejudice from historical 

data, leading to discriminatory hiring or performance appraisals. Companies must regularly test 

and calibrate their AI models for fairness and accountability. In addition, the transition to AI-

driven HR management needs HR professionals to acquire new technical competencies, such 

as data analysis and management of AI systems. Most HR functions may lack the correct skills, 

and companies must incur the cost of ongoing learning and training programs. Huge 

implementation costs form another issue. AI-driven HR solutions need vast sums of capital to 

install software and infrastructure and train employees, which may prove expensive for small 

and medium enterprises. Lastly, employees' and HR professionals' resistance to change may 

come in the way of AI adoption, as many are scared of job losses or the inability of AI to make 

decisions accurately. Companies need to use change management.(Kramer, 1990) Practices 

and ensure open communication to generate confidence and facilitate AI adoption in HR 

functions. 

 

CONTRIBUTION-2  

AI-Powered HR: Impact, Benefits, and Challenges 

This research considers the ways in which AI-enabled HR technologies can influence the 

functioning of organisations, their management of employees, and decision-making. The 

research primarily tries to explore the pros and cons of applying AI in human resource 

management, including in the hiring process, measurement of performance, employee 

engagement, and talent management. The research finds that AI is transforming traditional HR 

processes by automating routine tasks, facilitating data-driven decision-making, and improving 

the employee experience overall. AI-powered applications assist in accelerating and 

streamlining hiring, increasing the accuracy of hiring, and making employee performance and 

retention predictions. Further, AI-enabled HR solutions facilitate the ease of delivering 

personalised training and development programs, improving performance reviews, and 

increasing employee engagement through real-time feedback. The research employs evidence 

from research reports, HR blogs, and industry reports, along with illuminating the potential 
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risks and ethical concerns of applying AI in HR, such as data privacy, job loss, and algorithmic 

bias. While AI holds the promise for organisations to streamline HR work and enhance 

productivity, the research points to the requirement for organisations to apply AI responsibly, 

ensuring fairness, transparency, and regular updates to emerging technology. 

 

Opportunities 

Applying AI in HR management brings many opportunities. (Kaplan, 2009) For businesses. It 

enables them to work better, hire the right people, and retain employees. One of the most 

significant advantages is the manner in which AI streamlines hiring by automating resume 

screening, identifying top performers, and accelerating hiring processes. This leaves HR 

personnel with time to handle more significant concerns. AI can also assist with workforce 

planning by forecasting what talent will be required, monitoring worker performance, and 

developing strategies to retain employees from leaving. AI applications can also assist with 

individualised learning by assessing worker abilities and recommending personalised training, 

enhancing overall development. Another massive advantage is the manner in which AI 

facilitates diversity and inclusion by eradicating bias in hiring and promotions. AI also 

increases worker engagement by delivering automated feedback, monitoring performance in 

real-time, and personalised appreciation programs, enhancing job satisfaction and retaining 

more employees. Furthermore, automating activities such as payroll and compliance tracking 

removes the administrative load, and HR professionals can concentrate on more valuable work. 

As AI advances, its potential to deliver insights from data and enhance HR work will further 

enhance organisational success, and it will be a crucial tool for businesses to remain 

competitive in a high-speed work environment. 

 

Challenges  

Although AI-based HR technologies (Davis F. D., 1989b) Have numerous advantages, their 

implementation has some challenges that need to be overcome by organisations. One of the 

key challenges is data security and privacy, as AI systems collect and process a vast amount of 

sensitive employee data, which increases the risk of cyber-attacks and data breaches. There is 

a need to comply with data protection regulations and be transparent about how AI makes 

decisions to prevent misuse of employee data. Another important challenge is algorithmic bias, 

through which AI systems are able to inherit pre-existing biases in past data, thus resulting in 

discriminatory performance evaluations or hiring. Organisations must continue to track and 

refine AI models to render them unbiased and purge biases. Additionally, AI-based HR 
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management requires HR professionals to learn new skills in AI technology and data analysis, 

which may be hard for most HR teams. The high cost of implementation is also a problem, as 

the adoption of AI-driven HR solutions requires enormous amounts of money for software, 

infrastructure, and training employees, which prevents small companies from leveraging AI 

similar to large companies. Moreover, change resistance by HR professionals and employees 

can slow down the adoption of AI since the possibility of losing jobs and overreliance on the 

decision-making ability of AI can lead to reluctance on their part. Organisations need to 

emphasise the change management practice, training of employees, and ethical AI (Eitel-

Porter, 2020) practice to use AI effectively and efficiently within HR. 

 

CONTRIBUTION-3 

AI-Powered Workforce Analytics: Maximizing Business and Employee Success through 

Predictive Attrition Modelling 

 

The research explores the impact of AI-powered HR technology on workforce management 

transformation, with a specific focus on recruitment, employee engagement, and talent 

retention. It seeks to evaluate how AI-powered technology enhances HR processes through the 

automation of mundane tasks, enhances decision-making, and enables organisations to make 

talent management decisions based on data. The research posits that AI-powered HR solutions 

like machine learning algorithms and predictive analytics assist in the identification of the most 

critical trends in employee behaviour, attrition risk analysis, and recruitment automation 

through resume screening and candidates. (Han, 2000)selection. Besides, AI technology 

enhances the employee experience through real-time feedback and optimisation of Career 

Development.  (Super, 1980) Plans and workforce engagement using automated channels of 

communication. 

 

The research employs a combination of secondary research, data analysis, and machine 

learning techniques to examine the extent to which AI performs in HR activities. A significant 

section examined is predictive analytics. (Waller, 2013) To forecast when employees are likely 

to leave or remain, assisting HR professionals to prepare in advance to reduce turnover. The 

findings indicate that workforce analytics based on AI significantly assist HR decisions by 

providing insights on employee satisfaction, opportunities for career development, and work-

life balance issues. Moreover, AI-based HR systems help automate performance appraisals, 

make fair (Fehr, 1999) assessments, and facilitate a data-driven strategy for talent development. 
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Nevertheless, the research identifies the issues associated with applying AI in HR, such as 

ethical concerns, data privacy, and potential biases. 

 

 

Figure 1 illustrates the division of the analysis method into five steps 

 

Figure 1 represents a step-by-step process for analysing employee data using machine learning. 

It starts with data collection, where the employee. (Oldham, 1996) Information is gathered. Next 

is data analysis, where the data is checked and understood. Then comes feature engineering, 

where the data is improved for better results. After that, model selection is done to choose the 

best machine learning model. Finally, model evaluation is performed to test how well the model 

works. This process helps in making better HR and business decisions using data.  

 

Opportunities 

Applying AI in HR technology (Florkowski, 2019) It provides organisations with great 

opportunities to perform better, manage talent, and engage employees more effectively. One 

of the most significant advantages is that AI facilitates hiring by automating the sifting of 

resumes, selecting the best candidates through data, and optimising the time to hire. AI-

powered HR tools also facilitate workforce analytics, allowing organisations to forecast 

employee turnover, monitor the level of engagement, and design strategies to keep employees. 

Another significant opportunity is that AI facilitates diversity and inclusion (Eshelby, 1957) 

By eliminating unconscious bias in performance management and hiring, the hiring process 

will be fairer and more objective. AI also enhances the employee experience by providing 

personalised training suggestions, career advancement, and instant performance feedback, 

which enhances job satisfaction and reduces turnover. AI also enhances workplace productivity 

by automating tasks (Parker, 2006) such as payroll, attendance tracking, and compliance 

reporting, allowing HR personnel to spend their time on strategic planning (Ajzen, 1991). As 
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AI continues to evolve, its ability to provide more insights and predictive decision-making will 

enhance HR functions further, making it an essential tool for organisations to become more 

competitive in a more digital work environment. 

 

Challenges  

Although AI-based HR technologies have many advantages, their adoption (Karahanna, 1999) 

There are some disadvantages that organisations must overcome to leverage. One of the most 

significant issues is data security and privacy. AI systems process a large volume of sensitive 

employee information, which exposes them to cyberattacks and data breaches. It is of 

paramount importance that organisations employing AI in HR follow data protection principles 

and have robust security protocols in place. Another significant issue is algorithmic bias. It is 

when AI systems unknowingly inherit biased patterns from historical data, resulting in 

discriminatory hiring or performance reviews. (Hodge, 2007). Regular auditing and refining of 

AI models by organisations is necessary to ensure fairness and transparency of HR procedures. 

Also, the utilisation of AI in HR means that HR professionals have to learn new skills in AI 

technology and data analysis. It is not easy and requires continuous training. The high cost of 

implementation is another challenge. Embracing AI tools in HR comes at the high cost of 

purchasing software, building infrastructure, and training, so it is that much harder for small 

and medium-sized businesses (SMEs) to scale up AI usage. Additionally, employees and HR 

professionals are opposed to change. They may fear job loss and question the reliability of AI 

in decision-making, which hinders AI adoption. To overcome these challenges, organisations 

must invest in change management programs, promote ethical AI adoption, and ensure AI 

complements human decision-making rather than replacing human jobs. 

 

CONTRIBUTION-4 

Predictive Analytics in HR: Leveraging AI for Data-Driven Decision Making 

 

The research delves into how predictive analytics transforms HR, particularly how artificial 

intelligence (AI) is transforming workforce management, decision-making, and planning. With 

the assistance of AI tools and machine learning, HR personnel can now leverage big data to 

forecast worker behaviour, enhance hiring, and enhance worker engagement. (Fredricks, 

2004). The research emphasises AI's capacity to forecast workforce trends, identify high-

potential employees, and formulate plans to keep employees. Most of the research is how 

predictive analytics. (Perdew, 1992) can forecast employee turnover (Saks, 2006), allowing 
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companies to take action to retain high-value employees. The research also indicates how AI 

tools in HR enhance efficiency by automating resume screening, streamlining the hiring 

process, and lessening bias in hiring. Besides, AI facilitates the workforce. (Cohen, 2002) 

Planning through analysing employee performance data, identifying gaps in competencies, and 

recommending specific training programs. The research also highlights the ethical 

ramifications of applying AI in HR, including data privacy, algorithmic bias, and appropriate 

use of AI. Even though predictive analytics offers many chances to enhance HR processes, the 

research cautions that companies must balance AI decision-making with human judgment to 

allow fair management of the workforce. Finally, the study asserts that AI-powered predictive 

analytics (Rasmussen, 2015) represents a great HR revolution that provides businesses with a 

competitive advantage in talent and success management but de-emphasizes careful application 

and ethics. 

 

Opportunities 

Adopting AI-powered predictive analytics in the field of HR provides organisations with 

various options for enhancing workforce planning, automating hiring, and enhancing employee 

participation. One of the key advantages is the potential to anticipate employee turnover, 

enabling HR practitioners (Eraut, 2002) to develop preemptive measures to retain employees 

and minimise turnover. AI simplifies recruitment  (Albassam, 2023) by screening resumes, 

choosing the most suitable candidate, and eliminating hiring biases, leading to a more diverse 

and inclusive workforce (countries., 2016). In addition, AI-driven workforce analytics help 

organisations identify skill gaps and develop customised training programs, leading to 

enhanced employee development and career growth. Predictive analytics helps HR teams 

forecast workforce trends, rendering workforce planning more efficient and data-based. AI 

tools can also improve employee engagement by examining feelings and performance data 

(Landis, 1977), enabling HR teams to implement initiatives that enhance job satisfaction and 

productivity. Additionally, AI chatbots and virtual assistants ease HR work (O’Brien, 2016), 

providing employees with instant help and reducing administrative expenses. By embracing AI 

in HR, organisations can make more informed decisions, enhance workforce productivity, and 

develop a more flexible and future-proof workforce (McPhillips, 2021). 

 

Challenges  

Despite the numerous advantages of AI-driven predictive analytics in HR, some challenges 

need to be tackled for its proper implementation. Data security and privacy (Sweeney, 2002) 

GIS SCIENCE JOURNAL ISSN NO : 1869-9391

VOLUME 12, ISSUE 5, 2025 PAGE NO: 156



These are some of the significant concerns, as AI systems handle vast amounts of sensitive 

employee data, elevating the probability of data leakage and abuse. Organisations must 

maintain rigorous data norms and comply with data protection policies to ensure data security. 

(Hampson, 1998) Of the employees. Algorithmic bias is another major issue since AI models 

have the likelihood to inherit existing bias from data used in building historical models and can 

make biased decisions in hiring and rating the performances of employees. AI models have to 

be continuously monitored and tuned to keep themselves unbiased and non-discriminatory. The 

adoption of AI in HR also requires HR professionals to acquire new skills in data analytics and 

AI-based decision-making, which is an arduous shift. Substantial costs involved in its 

deployment are a retarding force, too, as the deployment of AI-driven HR solutions requires 

vast outlays of investment in software and infrastructure along with employee training, making 

it difficult for small and medium organisations to adopt these technologies. Furthermore, the 

fear of job loss and decisions through AI-driven machinery does not allow acceptance by 

employee and HR groups and, in return, prevents AI. To overcome such issues, greater 

importance on the ethical adoption of AI must be placed upon organisations, investment into 

training HR people, and usage of AI to merely become an enabler of bringing more value rather 

than replacing human decisions to manage individuals. 

 

 

CONTRIBUTION-5 

The Impact of AI-Driven Predictive Analytics on Employee Retention Strategies (Deery, 2015) 

 

This research takes into account the predictive analytics impact of Shmueli (2011), which states 

that employee retention planning is achieved with artificial intelligence in human resource 

management. Using machine learning and AI, companies can forecast employee turnover and 

intervene in at-risk employees while personalising career advancement. The study reveals how 

AI technologies monitor workers' work, performance patterns, and levels of engagement to 

assist important inputs for HR offices in the pursuit of a stable workforce. Drawing insights 

from case studies, the study looks into successful implementation cases of AI-based (Crawford, 

2022) retention planning in companies like IBM, Deloitte, Unilever, and Amazon. 

Organisations use AI models to forecast employee exit, enhance hiring, and enhance retention 

initiatives. The study also addresses AI use's ethical and privacy issues, such as data privacy, 

algorithmic bias, and transparency. Future studies project AI to remain a key driver in HR 

decision-making to allow organisations to build more effective retention practices, save on 
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turnover costs, and improve employee overall satisfaction. Finally, the study suggests the 

unchallenged dominion of AI in HRM as a call to us to use it wisely to reconcile technology 

and morality. 

 

Opportunities  

The use of predictive analytics powered by AI in HRM has various opportunities to enhance 

workforce management and retain employees by organisations. The primary advantage is the 

simplicity of analysing voluminous amounts of data to establish turnover risk and create 

prevention retention policies using AI, as Berman observed in 2000. Through the application 

of machine learning algorithms, companies will identify at-risk employees and implement 

customised interventions to enhance job satisfaction. AI also streamlines the hiring process 

with the help of automated screening of resumes, matching candidates to appropriate positions, 

and eliminating recruitment prejudices. Moreover, AI-based HR software supports ongoing 

employee engagement in the form of personalised career growth programs, automated 

suggestions, and real-time performance monitoring. All these technologies allow firms to offer 

employees opportunities to grow in sync with their areas of interest and expertise, thereby 

inducing long-term commitment. AI-driven analytics also facilitate workforce planning 

through the identification of skill gaps and the recommendation of training programs to 

enhance employee skills. By incorporating AI in HRM, organisations can improve retention 

rates, create a more engaged workforce (Stewart W. F., 2003b), and gain a competitive edge in 

talent management. 

 

Challenges  

While it is beneficial, the application of AI-based predictive analytics in HRM is not without 

challenges that organisations must address. Some of the significant challenges are data security 

and protection due to the sensitivity of information that AI systems process regarding workers. 

Ensuring compliance (Kelman, 1958) with data protection laws (Koops, 2014) Keeping the 

doors of decision open for human intervention to observe what AI is doing is crucial to prevent 

ethical pitfalls. Another challenge is algorithmic bias, where AI models learn biased patterns 

from the past that result in discriminatory staff hiring and performance appraisal decisions. To 

prevent this risk, organisations must put AI systems under regular audits to ensure that they are 

inclusive and fair. With AI-based HR, HR practitioners also need new technical skills in 

analysing data and AI decision-making, which requires a lot of training and development. 

There are also high implementation costs in that AI-enabled HR solutions require high 
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investment levels in software, hardware, and staff training, thereby making it difficult for small 

organisations to implement such technologies. Last but not least, certain employees and HR 

personnel are likely to resist change as they are afraid of losing their jobs or because they do 

not trust the stability of AI technology. To avoid this, organisations will have to enact ethical 

AI governance (Shleifer, 1997), ensure employees' confidence in AI, and enact AI to assist 

human decision-making instead of replacing it. 

 

CONTRIBUTION-6 

AI-Powered Talent Management Systems: Personalized Development and Retention Strategies 

 

The paper demonstrates the way talent management systems driven by AI may broadly trigger 

employee development and retention strategies by demonstrating how AI is reorienting the 

operations of HRM. This is precisely why machine learning algorithms and predictive 

modelling can be instrumental in equipping HR systems with the ability to devise specific 

growth paths for employees, recommend valuable training courses, and equate employee 

competencies with emerging organisational demands. The report further expresses how AI can 

analyse data on employee performance to identify patterns and risks of turnover and suggest 

measures to enhance satisfaction and loyalty levels among employees. In the report, the various 

case studies of top organisations are minutely explored in detail by describing how AI-driven 

HR solutions automate recruitment, eliminate bias in the hiring process, and, above all, 

streamline talent management. The study concludes that AI makes workers happier by 

providing tailored career development opportunities and by making HR processes more just 

and transparent. However, the research also identifies ethical concerns, such as data privacy 

concerns, algorithmic prejudice, and good governance of AI. It concludes that AI-driven talent 

management is a trend that enables an organisation to thrive in the future based on a responsive, 

nimble, and data-driven HR strategy in the long run. However, one must be wise enough to 

apply it without being prejudiced and exclusive. 

 

Opportunities. 

The implementation of AI-based talent management systems (Cappelli, 2008) allows 

diversified opportunities for organisations to grow and retain employees. One of the significant 

benefits (Grossman, 1986) is the capability of AI to offer customised learning and career 

development paths to an individual according to his/her skills, performance, and career goals. 

AI-driven systems can identify skill gaps and recommend relevant training programs 

GIS SCIENCE JOURNAL ISSN NO : 1869-9391

VOLUME 12, ISSUE 5, 2025 PAGE NO: 159



(McFarlane, 2006), which help employees develop continuously in terms of skills based on 

business needs. Predictive analytics offered by AI is another advantage of AI, where HR teams 

can forecast employee turnover, and organisations can make effective measures to retain top 

performers. AI also improves recruitment by automating resume screening, eliminating human 

biases in hiring processes, and maximising the efficiency of candidate selection. For instance, 

AI-based HR systems create greater employee engagement through real-time feedback, 

optimised performance reviews, and enhanced data-driven management of the workforce. 

Technologies associated with AI create a more diverse and open HR landscape, which 

guarantees better results in decision-making and workforce. With AI, companies can develop 

an even more adaptive and dynamic talent management system that guarantees long-term 

employee satisfaction and business performance. 

 

Challenges  

Although there are a number of advantages, the adoption of AI in talent management also 

comes with some issues that have to be addressed by organisations. One such issue is data 

security and privacy because AI applications rely on employees' data, so the risk of data breach 

and misuse increases. Adhering to data protection legislation and maintaining transparency in 

AI-driven decision-making is essential in order to gain employees' confidence. A further 

pressing concern is algorithmic bias, where AI algorithms inherit historical biases in hiring and 

performance appraisal and result in discriminatory treatment of employees. Periodic audits and 

updating of AI systems are necessary for fairness and diversity in HR judgments. Additionally, 

a transition to AI-facilitated talent management requires HR professionals to acquire new skills 

in data analysis and AI technology, which necessitates long-term training and upskilling 

initiatives. Another issue is the high expenditure on AI-based HR solutions as they require 

investment in software, infrastructure, and training staff, which is costlier for SMEs. Further, 

certain employees and HR professionals will resist adopting AI, fearing loss of jobs and the 

uncertainty of whether AI is reliable for making decisions. In order to utilise AI effectively in 

HRM, organisations have to tackle these concerns through ethical guidelines for AI, workforce 

development programs, and strategic thinking about AI as a facilitator tool, not as a 

replacement for human decision-making. 

 

CONTRIBUTION-7 

The Future of Work: Implications of Artificial Intelligence on HR Practices 
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The study examines how artificial intelligence (AI) is revolutionising human resource (HR) 

practices and its impact on recruitment, talent management, employee engagement, and HR 

decision-making in general. AI-driven technology, such as machine learning (Neal, 2007) 

(ML) and predictive analytics is revolutionising HR by automating routine work, eliminating 

human bias (Egger, 1997) In hiring and enhancing workforce planning through data analysis. 

The study determines how AI can make the recruitment process more efficient through the use 

of algorithms to screen candidates, match them to a suitable job position, and predict job 

performance based on forecasting. AI-driven HR tools are helping HR professionals with data-

driven insights to make the correct decision for employee engagement and retention by 

identifying workforce sentiment analysis (Ozimek, 2020), tracking the trend in their 

performance, and suggesting personalised career development paths. 

  

Figure 2: Generative AI for HR Leaders 

 

Figure 2 shows the influence of Generative AI on jobs and HR. It outlines three key steps. First, 

companies must be aware of what AI can do and how it does it. Second, they must prepare for 

job transformation, including new skills needed and new work roles. Third, HR departments 

must be prepared for the influence of AI, aligning their strategies and policies with using AI 

more. It allows companies to learn about AI, prepare for change, and update HR processes. 
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The research also elaborates on the potential for AI to reduce biases in HR operations by 

eliminating human subjective bias in the hiring and performance review processes, promoting 

more neutral and inclusive decision-making. Furthermore, AI-powered chatbots and virtual HR 

staff are facilitating interactions between employees and HR departments, offering real-time 

feedback, answering questions, and making HR functions easy. Along with these advantages, 

the research covers important issues such as data privacy, algorithmic bias, and ethical concerns 

(Fraser, 1997) In AI-powered decision-making in HR. As more and more organisations are 

integrating AI-based HR solutions, they need to wrestle through these problems, assuring 

fairness, transparency, and data protection regulations. The research (Strauss, 1998)concludes 

that AI is a paradigm shift in HR management that holds tremendous promise for efficiency 

and workforce optimisation. However, it must be embraced judiciously to ensure a balance 

between automation and human control. 

 

Opportunities 

The application of AI in HR functions provides numerous opportunities for organisations to 

achieve maximum efficiency, manage their workforce more effectively, and make their 

workplace more inclusive. The most priceless advantage is that AI streamlines the hiring 

process by automating resume screening, identifying best-fit candidates by evaluating skills fit, 

and eliminating bias from the hiring process. AI HR software further enables predictive 

analytics, through which organisations can forecast employee turnover, workforce patterns 

analysis, and proactive retention. Further, AI HR software personalises employees' experience 

through performance analysis that suggests personalised training, career advancement, and 

upskilling programs, which provide continuous professional growth. AI also facilitates 

workforce engagement through real-time sentiment analysis and feedback mechanisms, which 

allow HR departments to treat the issues of the workforce better. AI also automates day-to-day 

HR activities such as processing the payroll, checking for compliance, and managing benefits. 

It lightens the load of HR professionals and allows them to focus on strategic initiatives. With 

continued advancements in AI in the future, organisations that adopt AI-based HR software 

will enjoy improved decision-making, increased workforce productivity, and a dynamic and 

future-proof HR function. 

 

Challenges 

 Though there are many advantages, AI adoption in HR is surrounded by many challenges that 

organisations must address to achieve practical and ethical adoption. Privacy and data security 
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are among the most important issues because AI HR systems handle large amounts of sensitive 

employee data. Thus, they remain exposed to data breaches and misuse. Data privacy 

regulations like GDPR and CCPA need to be followed to ensure employee trust and 

confidentiality of data. Algorithmic bias is also an important challenge because AI algorithms 

carry forward past biases present in hiring and performance data and create biased decisions. 

Organisations need to periodically audit AI algorithms and recalibrate them for fairness, 

transparency, and accountability. Through AI adoption, the role of an HR professional now 

requires technical competencies to be developed in data analytics, AI technology, and digital 

tools, thereby calling for regular training and upskilling. The stratospheric cost of AI adoption 

is also an issue since AI-based HR solutions demand enormous investments in infrastructure, 

software, and training programs, making it challenging for small organisations to adopt AI at 

scale. Lastly, employees and HR professionals' resistance to change can hamper AI adoption 

since job displacement and AI's trustworthiness in decision-making remain concerns. To 

overcome these, organisations must adopt ethical AI governance models, maintain 

transparency in AI-based HR decision-making, and consider AI as a tool that complements and 

does not replace human judgment in workforce management. 

 

CONTRIBUTION 8  

Artificial Intelligence in Human Resource: The Key to Successful Recruiting and Performance 

Management 

 

The study examines the use of artificial intelligence (AI) in transforming human resource 

management (HRM), namely recruitment and performance management. AI technologies 

(Davis, 1989) such as chatbots, AI recruiters, and predictive analytics, have redesigned HR 

practices by automating processes, eliminating hiring bias, and making decisions that are data-

driven. The study discovers the way AI enhances recruitment effectiveness by automating 

candidate (Han J. P., 2000b) Sourcing, screening, and matching, thereby making recruitment 

faster and more accurate. AI-powered HR analytics also offers employee performance, 

engagement, and career development insights, allowing organisations to employ more strategic 

workforce management practices. 

 

The research also indicates the contribution of AI in performance management by maximising 

performance with real-time feedback, measuring productivity levels (Brynjolfsson, 2003), and 

analysis of training gaps. Through natural language processing and machine learning, AI 
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supports HR managers in making better decisions on promotion, retention, and leadership 

development. Even with the numerous benefits AI offers, the research indicates areas of 

limitations in its implementation, including data privacy, ethics, and algorithmic bias. The 

research concludes that AI is an effective tool to improve the efficiency of HR and strategic 

planning but that companies should have ethical AI governance, transparency, and 

Human(Lander, 2001) oversight in order to derive maximum benefits while ensuring minimum 

risks. 

 

Opportunities 

The use of AI in HRM has many potential benefits for better workforce management, 

automated hiring, and increased employee engagement. Arguably, the most significant 

advantage is the automation (Autor, 2015) Of candidate selection and job fit by AI, reducing 

recruitment time and increasing recruitment accuracy. AI eliminates unconscious biases during 

hiring by exposing candidates to impersonal tests against objective standards compared to 

subjective human judgment, yielding an unbiased and fair recruitment process. HR analytics, 

also enabled by AI, allow for real-time insights into employees' performances, enable firms to 

craft customised career development plans, and enhance labour retention. 

 

AI also improves the employee experience (Plaskoff, 2017) Through automatic feedback, 

personalised training recommendations, and predictive insights into career growth 

opportunities. Through AI-powered performance management, HR operations can track 

productivity. (Karasek, 1990)levels, track levels of employee engagement, and launch targeted 

training initiatives based on individual and organisational goals. AI-powered virtual assistants 

and chatbots (Shawar, 2007c) It also complements HR operations by automating routine 

administrative functions such as payroll processing, benefits administration, and employee 

queries, allowing HR professionals to focus on strategic decision-making. Organisations that 

implement AI in HRM will benefit from increased efficiency, improved talent management, 

and an improved data-driven workforce planning process. 

 

Challenges 

Although the advantages of AI in HRM are astonishing, its utilisation is not issue-free and 

needs to be addressed by organisations. One of the most prominent challenges is pertaining to 

data privacy and security because AI platforms process confidential employee data in bulk, 

which is vulnerable to data breaches and misuse. Compliance with data protection and 
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transparency in AI-driven decisions is imperative for building employee confidence. 

Algorithmic bias is another issue where AI algorithms are able to learn from historical bias in 

training data and make discriminatory hiring or performance evaluation decisions. 

Organisations ' periodic auditing and updating of AI algorithms is necessary to maintain 

fairness and remove biases. In addition, the use of AI in HR requires HR professionals to learn 

new skills in AI technology, data science, and managing virtual workforces (Siddoo, 2019), 

which requires continuous training and upskilling initiatives. Another significant challenge to 

the use of AI surfaces is its enormous cost, requiring massive investment in infrastructure, 

software, and employee training as a prerequisite for investing in AI-driven HR solutions. 

Another cause of resistance may be from the HR team and even employees. In this sense, fear 

of job loss and the reliability of AI in making decisions instils apprehension. Organisations 

must instil ethical principles of AI implementation, facilitate open communication in AI-based 

HR decision-making, and frame AI as a supporting capability rather than replacing human 

judgment. 

 

CONTRIBUTION 9 

AI Applications in Workforce Development and Employee Retention Strategies 

 

The study discusses how artificial intelligence revolutionises human resource management, 

especially recruitment and performance management. AI technologies that include chatbots, 

AI recruiters, and predictive analytics will revolutionise the HR practice through automation 

of most tasks, removal of hiring biases, and data-based support for decisions. Thus, the study 

demonstrates how AI accelerates the recruitment process by making it easier to identify, screen, 

and match candidates, which leads to quicker and better hiring (Rousseau, 1990). In addition, 

AI-based HR analytics provide insights into employee performance, engagement, and career 

development and assist organisations in managing their employees strategically. 

 

The study reveals how AI can improve performance management through real-time feedback 

(Tiefenbeck, 2016), productivity tracking, and skill gap identification to recommend training 

programs. The AI, via machine learning and natural language processing, facilitates HR staff 

in their ability to make successful promotions, employee retention, and leader development 

decisions. At the same time, the study also reveals pitfalls with AI, such as data privacy issues, 

ethics, and algorithmic prejudices. The research finds that AI is a useful tool to make HR think 

GIS SCIENCE JOURNAL ISSN NO : 1869-9391

VOLUME 12, ISSUE 5, 2025 PAGE NO: 165



smarter and strategise better, but firms must ensure ethical use of AI, transparency (Harris, 

1997), and human oversight to reap maximum benefits and avoid pitfalls. 

 

Opportunities 

HRM's use of AI offers many possibilities to enhance labour management, simplify 

recruitment, and enhance employee engagement. The greatest advantage is AI's capacity to 

automate job matching and candidate screening, cutting recruitment time and enhancing 

recruitment accuracy. AI solutions remove unconscious biases in recruitment by screening 

candidates against objective factors instead of subjective human impressions, thereby 

guaranteeing an equitable and inclusive recruitment process. AI-based HR analytics also give 

real-time feedback on employee performance, enabling organisations to create customised 

career development plans and enhance workforce retention. 

 

AI enhances the work life of employees through automated feedback, personalised training 

recommendations, and career development opportunity intelligence. HR professionals can 

monitor productivity, gauge employees' engagement, and develop training programs according 

to individual and organisational objectives through the use of AI for performance management. 

Furthermore, AI virtual assistants and chatbots lighten the HR workload by automating routine 

administration, such as processing payroll, benefit administration, and responding to workers' 

queries, allowing HR staff to focus on strategic decision-making. Human resource (Fombrun, 

Strategic human resource management. , 2015b) Management with AI will be faster, talent 

management more efficient, and workforce planning. (Rittel, 1973) More analytical. 

 

Challenges  

Although there are advantages, employing AI in HRM is followed by numerous challenges that 

organisations need to overcome. Data privacy and security are among the key issues, as AI 

systems process a lot of personal employee data, which is prone to data breaches and misuse. 

Compliance with data protection regulations and transparency in AI decision-making are 

crucial in gaining employees' trust. Algorithmic bias (Obermeyer, 2019) is another significant 

challenge, where AI models can learn biased patterns from historical data and make 

discriminatory hiring or performance review decisions. Organisations must regularly audit and 

refresh AI algorithms to ensure that they are free from bias and remove biases. Furthermore, 

HR personnel will have to learn new skills in AI technology, data analysis, and digital 

workforce management, requiring continuous training and upgradation of skills. The high cost 
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of AI is yet another humongous challenge, as AI-driven HR tools need a great deal of 

infrastructure cost, software cost, and employee training. Additionally, workers and HR 

departments may also resist because they are worried about losing their positions and whether 

AI can make effective judgments. Organisations must address these by implementing ethical 

standards in AI, ensuring open communication for AI-based HR judgments, and proving that 

AI is used as a tool to support human judgment rather than replace it. 

 

CONTRIBUTION 10 

 

The study explores how human resource (HR) analytics through artificial intelligence (AI) can 

make the workforce agile and help enhance decision-making. With technology and the market 

still changing, AI-driven HR analytics (Dahlbom, 2019) is among the key drivers of change 

with advancements. AI improves the efficiency of HR professionals with real-time data 

modelling, predictive analytics, and machine learning in dealing with employee satisfaction, 

talent management, and productivity. The study demonstrates the potential of AI-driven HR 

systems in transforming raw data into actionable insights to enable companies to predict 

workforce trends, detect skill shortages, and automate the recruitment process to facilitate 

evidence-based decision-making by reliable measures of employees' performance, job 

satisfaction, and risk of turnover of potential employees, allowing HR teams to adopt forward-

thinking strategies. 

The study identifies the way AI analytics transform HR from reactive to data-driven and 

proactive. AI systems assist workforce planning, automate tasks, and promote diversity and 

inclusion through the elimination of discrimination in recruitment and promotion based on real-

time data collection. AI dashboards and predictive analytics enable organisations to utilize 

resources efficiently and position workers into roles that align with their skill set and career 

goals. The research also draws attention to the dangers of data privacy risks, algorithmic bias, 

and the necessity for ethical standards of AI. Though vast opportunities lie with AI for HR, 

addressing such concerns will ensure fairness, transparency, and ethical use. The study 

concludes that AI-powered HR analytics provides a significant advantage in the management 

of the workforce, meaning that it gives businesses a strong competitive advantage by building 

a flexible and future-proof workforce. 
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Fig.3. AI-Powered Innovation in Digital Transformation: 

The image depicts developing a creative mindset by underlining five important aspects. First, 

long-term vision means a vision beyond short-term goals and planning to achieve success in 

the future. Second, a culture of curiosity involves continuous learning and the discovery of new 

ideas. Third, creative problem-solving enables innovative and effective solutions to be found 

for problems. Fourth, user-centred design enables products and services to be created to satisfy 

customer needs and desires. Lastly, a growth mindset enables constant learning and 

development. All these fields, in combination, enable people and organisations to be creative 

thinkers, resistant to change, and innovative drivers. 

 

Opportunities 

AI in HR analytics opens up vast opportunities for business organisations to become more 

efficient in managing talent and engaging better with employees. The most significant benefit 

here is that AI improves workforce planning through data analysis and workforce requirement 

predictions for the future. AI applications assist HR professionals in recognising the upcoming 

talent that may be short in supply, designing tailored training programs, and maintaining 

employees at par with a changing job market. Moreover, AI enhances hiring by automating 

candidate screening, eliminating biases, and making hiring more neutral and equitable. With 

AI recommendations, business organisations can hire high-potential employees, apply 

customised strategies to retain them and foster diversity in the workforce. 
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Another key benefit of AI in the field of HR is that it is able to improve the involvement of 

workers and monitor their performance. The software provides instant feedback, monitors 

performance in real-time, and provides personalised career guidance suggestions, allowing for 

the development of a culture of productivity and development. AI also streamlines routine HR 

tasks such as payroll processing, benefits administration, and tracking compliance, allowing 

HR professionals to direct their attention to strategic decision-making. AI chatbots and virtual 

HR assistants improve the employee experience through immediate responses to HR questions, 

minimal response times, and easy HR work. Companies implementing AI in HR will see 

improved decision-making, lower employee turnover, and a more responsive and agile 

workforce. 

 

Challenges 

Though AI has many benefits, its use in HR poses some challenges that organisations need to 

tackle carefully. The most significant concern is data privacy and security because AI software 

takes a considerable amount of employee data to be able to make effective decisions. 

Compliance with data protection laws and other conditions regarding how AI comes to 

conclusions is important in achieving employee confidence. Another significant challenge is 

algorithmic bias, where AI models pick up biased trends from past data and make biased hiring 

or performance review decisions. Organisations need to keep AI-driven (De Angelis, 2023) 

HR processes under check on a regular basis to ensure fairness, remove bias, and encourage 

diversity and inclusion. Also, AI deployment (Merkel, 2014) in HR implies that HR personnel 

need to acquire new competencies in data analysis and AI decision-making, for which 

continuous training and skill enhancement courses are needed. The astronomical price of AI 

technology, software, and installation is also an issue, particularly for small and medium 

enterprises that may find it hard to invest in AI HR solutions. Additionally, there could be 

employees and HR personnel who are resistant to change, and they are concerned that AI will 

lead to job losses and whether AI can make quality decisions or not. In order to effectively 

integrate AI into HR management, firms need to emphasise ethical AI guidelines, promote 

openness, and view AI as a tool that supports people in deciding and not substituting them. By 

addressing these challenges, firms can optimise the advantages of AI in HR analysis while 

promoting ethical and employee-oriented HR practices. 
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Conclusion 

 

In summary, there exists a transformative opportunity to enhance recruitment and retention 

practices through AI-based HR insights. Future research should advance algorithms that are 

ethical, transparent, and unbiased and incorporate data from various sources to develop a 

thorough understanding of talent. With an eye to both the uptake and contextualisation of AI 

tools in labour dynamics and the workplace context, research needs to be conducted. 

Longitudinal research would clarify the longer-term impact of AI on organisational 

effectiveness and outcomes for personnel. Future exploration of explainable AI and human-AI 

collaboration would also be valuable for acceptance and trust in HR functions. Ultimately, an 

AI-driven HR analytics approach that is thoughtfully strategic and human-centred will come 

from interdisciplinary research that spans the fields of HR, data science, and behavioural 

psychology. 
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