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Abstract

Introduction. Artificial intelligence (Al) is one of the most prominent modern technologies that has brought about a
fundamental transformation across various business sectors, including human resource management. It has become an
effective tool for enhancing recruitment processes, performance evaluation, and talent development. Integrating Al into this
field contributes to increased efficiency and enables more accurate and proactive decision-making.

Methods. The study adopts a descriptive-analytical approach combined with predictive analysis to achieve its research
objectives.

Results and Discussion. The findings indicate that the use of Al in professional environments can lead to innovative
ideas, increased productivity, and an improved quality of life. By fully leveraging the capabilities of Al, it is possible to create
new jobs, accelerate economic growth, and make significant progress in addressing some of the world’s most pressing
challenges. The study recommends that companies adopt a proactive approach to transforming the nature of work, ensuring
effective collaboration between human skills and Al capabilities. This requires well-planned strategies, including investments
in reskilling programs and the development of new career paths that capitalize on the unique strengths of both humans and
Al. Such an approach would foster a sustainable synergy between technology and the workforce.

Keywords: Human Resource Management, Artificial Intelligence, Al in Human Resource Management (AIHRM), Labor
Market.
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Introduction.

Rapid technological advancements, especially artificial intelligence (Popo-Olaniyan, James, Udeh,
Daraojimba, & Ogedengbe, 2022), have led to a major change in how human resources are managed. Al
has become a major driver of change in the modern business world. Human resources tasks used to only
include things like hiring, training, and managing performance. Now, they also use smart tools that can
analyze data, predict future needs, and make decisions better (Gordiya, 2024). Artificial Intelligence in
Human Resource Management (AIHRM) is a new field that combines Al technologies with human-
centered processes. It will help businesses run more smoothly, make employees happier, and change the
way people work and how the market works over the next ten years (Raj, 2024).

The problem of this study can be formulated in the following main question:

—To what extent can artificial intelligence technologies contribute to the development of human
resource management functions within organizations?

—What are the potential implications of this transformation for the future of employment and the
labor market more broadly over the next decade?

The rapid transformation of human resource management due to artificial intelligence technology
advancements makes this study essential. Modern organizations must transform their work settings by
using data-driven intelligent algorithms because of these transformations. The research examines artificial
intelligence development as it enhances human resource functions through operational efficiency
improvements and decision support and employee experience enhancement. The study seeks to raise
organizational and policymaker understanding about essential changes in human resource management
and their effects on traditional job restructuring. The study holds particular significance because labor
market changes are projected to occur in the near future. Researchers along with practitioners can utilize
this study as a fundamental reference when they want to explore artificial intelligence-human resource
management connections and ethical rule-compliant technology implementations.

The research aims to deliver complete insights about human resource management in digital
transformation through artificial intelligence applications. The research shows how artificial intelligence in
human resource management functions and how it represents an essential tool for organizational
efficiency and decision-making enhancements. The research examines major applications of artificial
intelligence in business operations which include recruitment and training and performance management
and data analysis. The report provides organizations with practical recommendations on how to maximize
their use of these technologies. The research examines key ethical and legal matters which arise from Al
in human resources while evaluating the effects on employment trends and work roles until 2030. The
research establishes a forecast for the Al market in human resource management by monitoring its
current size and future growth projections until 2034.

Methodology:

This research employs a descriptive-analytical method to examine the concepts and applications
of artificial intelligence (Al) in human resource management. The study evaluates current key
implementations while projecting possible future challenges. Through predictive analysis the study
forecasts how Al will change the employment sector between 2024 and 2030. The analysis evaluates the
worldwide market expansion for human resources Al solutions until 2034. The research depends on
authentic material which includes recent market studies together with published academic works and
global databases.

Literary Review and Theoretical Framework

Literary Review:

The topic of Al impact on human resource management has received increasing attention from
researchers during the last few years. Many studies have looked at the issue from different angles. The
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conceptual analysis by Geetha R and BhanuSree Reddy D (2018) examined Al applications in recruitment
and demonstrated how technology enhances candidate selection fairness and effectiveness. Szalados
(2021) examined all labor and human resources legal matters in detail to identify the issues which arise
during Al implementation.

The research community has increased its investigation into artificial intelligence applications
within human resource management during recent years. The study by Popo-Olaniyan et al. (2022)
examined notable current trends within the United States. Their research highlighted that organizations
must transform their work practices to match technological advancements. Tiwari (2023) examined the
dual outcomes of Al along with machine learning technologies which both eliminate some jobs but
generate fresh ones.

The human resource management field under sustainable development framework received
analysis from Nataliia Bieliaieva and her team regarding political and organizational aspects of Al
implementation in 2023. Atheer Khalid Alsaif and Mehmet Sabih Aksoy (2023) conducted an extensive
literature review which examined major opportunities together with challenges existing in this field.
Bouhsaien and Azmani (2024) investigated future applications of this technology to enhance
organizational decision-making capabilities and operational efficiency. Priyal Gordiya (2024) conducted an
investigation of Al applications across human resources focusing on recruitment along with training and
performance management. Jayesh Raj (2024) demonstrated how artificial intelligence transforms work
environments by enhancing HR flexibility and creativity in practice. The 2024 analysis by Shivani Zoting
and Aditi Shivarkar presented that Al human resource market expansion would accelerate from 2025 until
2034. The rapid adoption of this technology by increasing numbers of institutions combined with rising
investment funds served as the basis for this projection.

Theoretical Framework:

Concept of Human Resource Management:

The term "human resource management" (HRM) refers to the process of hiring and managing
employees, with a focus on making rules that govern how they interact with the company. HRM sees
human resources as human capital and tries to make the best use of skilled workers by investing in them
in a way that lowers risks and raises the return on investment (ROI) (Pandey, 2024, pp. 1-5). HRM also
includes managing an organization's employees and the processes that go along with them, such as
hiring and keeping employees, training, managing certifications, developing employees, evaluating their
performance, managing their pay and benefits, and making sure that employees are working toward the
organization's goals. This makes sure that HR policies and procedures play a big role in helping the
company reach its goals and strategic plans (Szalados, 2021, pp. 493-511). Furthermore, HRM is the field
that deals with managing people in a company. It means planning, organizing, directing, and controlling
people so that they can reach the organization's goals in the best way possible. It is important to take a
comprehensive employee-centered approach that combines HRM with the organization's business
strategy to make sure that everyone is working toward the same goals and doing their best (Lasena &
Avrifin, 2024, pp. 196-207).

Based on what was said above, we can say that human resource management is a strategic field
that involves managing people well in order to reach the goals of the organization. It takes an
understanding of how people behave and the ability to handle roles and relationships at work. HRM is
more than just a science; it also includes a technical approach that fits with how the business works. Its
main goal is to make sure that the company's, employees', and society's workforces are used in the most
productive and effective way possible.

The Concept of Atrtificial Intelligence in Human Resource Management (AIHRM):

Artificial intelligence in human resource management (HRM) means using Al technologies in six
main areas of HRM: hiring, training and development, performance management, evaluating pay, and
managing employee relations (Ragavendran & Shree, 2024). Al applications make it easier to make
decisions by extracting data, processing natural language, and using intelligent systems. This makes

70

~—
—



IHCTUTYT BYXTAJITEPCBHKOIO OBJTIKY, KOHTPO/lb THE INSTITUTE OF ACCOUNTING, CONTROL AND
TA AHATII3 B YMOBAX TIOBAJTISALII ANALYSIS IN THE GLOBALIZATION CIRCUMSTANCES

MixHap. enex. Haykosul xypHan. Bunyck 3-4. 2025 Intern. elec. scientific journal. Issue 3-4. 2025

hiring, training, and managing pay more efficient (Ragavendran & Shree, 2024). Also, these technologies
help with operational efficiency and support for the workforce (Bouhsaien & Azmani, 2024).

The AIHRM idea also includes using Al tools to improve HR processes, which makes it easier to
move from traditional methods to more flexible and predictive talent management. This change makes the
processes of hiring, selecting, training, developing, and managing performance better (Benabou,
Touhami, & Demraoui, 2024). Al changes HRM by automating tasks, making them more efficient, and
changing how organizations work. It gives you chances to improve the match between candidates and
jobs and use predictive workforce analytics, which can make employees more productive and make
operations run more smoothly (Zawada, 2024)

Al in human resource management can be thought of as the use of Al-based technologies and
smart systems to make HR processes better and easier for businesses. This includes using big data
analytics and machine learning to improve the employee experience and make daily HR tasks easier,
speeding up hiring and candidate selection, analyzing employee performance to give them developmental
advice, and making employees more engaged through personalized and interactive solutions.

Key Areas of Artificial Intelligence Application in Human Resource Management:

Artificial intelligence (Al) has become an integral component of human resource management
(HRM), contributing to enhanced operational efficiency, performance management, and data-driven
decision-making, which collectively improve organizational effectiveness. The following section outlines
the primary areas in which Al is applied within HRM, as detailed below:

— Strategic Human Resource Planning: Al helps with decision-making to make strategic planning
more effective by making it easier to summarize information, which helps people understand human
resources better. It helps with planning, evaluating, and changing future organizational management,
which leads to better decision-making (Ragavendran & Shree, 2024).

— Recruitment: Al tools streamline recruitment by automating candidate screening and matching,
which enhances efficiency and reduces bias (Shouran & Ali, 2024, pp. 244-258). Moreover, intelligent
algorithms can analyze vast amounts of data to identify the most suitable candidates and strengthen talent
acquisition strategies ( (Gupta & Kumar, 2024, pp. 1726-1730).

— Training and Development: Al-driven platforms personalize employee training programs by
adapting content to individual learning styles and needs (Gupta & Kumar, 2024, pp. 1726-1730). They
also provide continuous learning opportunities, supporting skill enhancement and career development
(Kopriilii, Oznacar, Oznacar, & Yeboah, 2024, pp. 354-359).

— Performance Management: Al systems deliver real-time performance feedback and analytics,
enabling more accurate evaluations and fostering employee growth (Shouran & Ali, 2024, pp. 244-258).
Data-driven insights from Al further guide managerial decisions, contributing to improved employee
satisfaction and productivity (Bieliaieva, Tymoshenko, Nalyvaiko, Khmurova, & Sychova, 2023, pp. 588-
590).

— Employee Experience and Engagement: Al enhances employee engagement through sentiment
analysis and personalized communication strategies (Gupta & Kumar, 2024, pp. 1726-1730). Additionally,
tools that analyze employee feedback help organizations proactively address concerns and promote a
positive workplace culture (Saatgi Ata, 2023, pp. 237-248).

— Compensation and Remuneration: The use of Al in managing salaries and wages makes these
processes more reliable and clear, which gives businesses more control over their payroll systems. This
means that companies can lower their financial risks and improve their internal structures, which are both
good things. Al also makes it easier to manage the supply chain, keep an eye on banking fraud, and make
sure that compensation management is fair by using a lot of data. Artificial neural networks can be thought
of as smart decision-support systems, which creates a fair way to look at pay (Alsaif & Aksoy, 2023, pp. 1-
7).

— Improving the process of making decisions: Al can give HR professionals useful information and
data-driven suggestions that help them make smart and fair choices (Sucipto, 2024, pp. 138-145).
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Figure 1 shows a conceptual model of "Artificial Intelligence + Human Resource Management"
that shows how Al technologies can be used in different parts of human resource management.
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Figure 1. Conceptual Model for the Application of Artificial Intelligence
in Human Resource Management
Source: (Jia, Guo, Li, Li, & Chen, 2018, pp. 106-114).

The figure above shows that Al has some benefits for managing human resources, but it also has
some problems. For example, it is becoming harder for employees to learn how to use and master Al tools
and digital technologies (Geetha & BhanuSree Reddy, 2018, pp. 63-70). The table below lists the main
pros and cons of using Al in human resource management:

Table 1. Advantages and Disadvantages of Al Applications in Human Resource Management

Disadvantages Advantages

Requires high costs Speed in data analysis

Leads to unemployment Performance analysis and workforce planning

Eliminates human expertise Accuracy in decision-making

Suppresses human creativity Enhances efficiency

Source: (Balas, Solanki, & Kumar, 2021).

Steps for Adopting Artificial Intelligence in Corporate Human Resource Management

The implementation of artificial intelligence (Al) in human resource management necessitates a
strategic approach to ensure successful integration and to generate long-term value. Human resource
leaders can follow key steps, as outlined by (IMD, 2025), which are summarized in the following table to
prepare their departments for successful Al adoption:
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Table 2: Practical Steps for Adopting Artificial Intelligence in Corporate Human Resource

Management

Steps

Description

Step 1: Assess Current HR Practices

Look at your current processes to see where Al can help make things more efficient and
cut down on unnecessary work, like hiring and keeping employees engaged.

Step 2: Identify High-Impact Al Areas

To make the best use of resources, figure out the most important areas where Al can
have a big impact, like hiring new employees or planning the workforce.

Step 3: Select Al Tools Aligned with
Company Goals

Pick Al tools that are in line with HR and business goals to make sure they support the
mission, values, and strategic priorities.

Step 4: Establish Data Management
and Privacy Protocols

Make sure that everyone follows the rules for handling sensitive data and works with the
IT and legal departments.

Step 5: Train HR Teams and

Give staff regular training so they can leam how to use Al correctly and understand the

Employees information it gives them.
Step 6: Set Guidelines for Human To find a balance between efficiency and ethics, figure out when human judgment is
Oversight necessary in Al decision-making.
Step 7: Monitor and Evaluate Al Regularly check how well Al is working and get feedback to make sure goals are met and
Implementation problems are dealt with quickly.
Step 8: Promote Transparency and Make sure your employees understand the role and benefits of Al, and stress that it is an
Build Trust aid, not a replacement.

Source: Prepared by the researchers based on (IMD, 2025).

Considerations for Using Artificial Intelligence in the Human Resource Function

Organizations are at different stages of maturity when it comes to using Al in their HR functions.
When using Al in HR, these things should be kept in mind: (Kemp & Others, 2024):

— Setting the Groundwork: Al needs data to work. No matter how advanced an Al solution is, it
can't get the best results if the data is missing, disorganized, wrong, or misleading.

— Al Security and Governance for Employees: Deloitte's global research shows that privacy and

openness are two of the biggest problems with using Al. To get around these problems, businesses need
to make their data more secure and set up clear rules for how to use smart technologies in an ethical way.
However, addressing these challenges requires more than technical solutions; it also demands educating
employees on data management practices and Al applications. This two-pronged approach builds trust
and makes it easier for more people to accept Al technologies (Ammanath, Lewis, & Goodling, 2023)

— Skills Redevelopment: With the widespread use of artificial intelligence, it's important to focus on
developing skills instead of just worrying about losing jobs. Careful planning and funding for reskilling
programs can change the job market by creating new jobs that combine people's skills with technology
instead of replacing them (Kemp & Others, 2024).

— Change Management: Advanced Al tools have a lot of potential for HR, but how well they work
depends on how well organizations can adapt to change. This includes strong support from leaders, a
clear strategic vision, and a growth mindset that sees Al as a way to create new value for businesses.

—Measurement and Evaluation: It's very important to see how Al solutions affect HR functions.
This kind of evaluation makes sure that these solutions meet the needs of employees and the goals of the
business, and that they are always getting better (Kemp & Others, 2024).

—Bias and Ethical Issues in Al: People are worried about Al being used for surveillance and
manipulating behavior, which shows how important it is to be open and responsible when using it. To gain
trust, companies must reduce bias through human oversight and open communication. This will allow Al
to reach its full potential while also dealing with its ethical issues.

HR departments can also get ready for Al adoption by using a set of strategic approaches, which
are shown in the figure below:
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Figure 2. Strategies for Integrating Artificial Intelligence in Human Resource Management
Source: (Diard, 2025).

Using the strategies shown in the figure above, human resource managers can figure out how
artificial intelligence will affect job roles by looking at functions and finding tasks that can be automated, all
while keeping in mind the skills needed to use these technologies. To make a workforce that is strong and
ready for the future, people need to work on both their personal and technical skills. Also, surveys and
conversations that help organizations understand what their employees want can help them accept Al.
Analytical tools are used to find out how engaged and satisfied people are with smart systems. Finally,
finding processes that use a lot of resources makes it possible to automate them in a way that improves
efficiency and cuts down on mistakes.

The Potential Impact of Artificial Intelligence on the Labor Market (2024-2030)

The Impact of Artificial Intelligence on Jobs Between 2024 and 2030

The next section will explain what people think will happen to jobs because of Al between 2024
and 2030:

— It is expected that Al will take over about 300 million jobs after 2025, which is 9.1% of the
world's workforce. Job losses won't happen evenly across all sectors of the economy. Instead, they will
mostly happen in jobs that are most likely to be automated by generative Al tools, like writing,
photography, software development, and others (Vallance, 2023).

— A study by the Massachusetts Institute of Technology at Boston University says that by the
beginning of 2025, automated systems will have taken the jobs of about two million manufacturing
workers. Most of these automated systems are robotic rather than strictly Al-based. However, some of the
jobs that were lost will be replaced by new Al-driven tools (Johnson, 2023).

— The effects of Al go beyond just making things more efficient; they change the way employees
work, make things more fair, and create new ways to be productive. For instance, Al-powered hiring
programs can cut hiring costs by as much as 30%, and predictive Al models can accurately predict how
many employees will leave their jobs by as much as 87% (Avetisyan, 2024).

— According to a study by the McKinsey Global Institute, by 2030, at least 14% of workers around
the world will need to change jobs because of advances in Al, robotics, and digitization. This is 14% of the
world's workforce, or about 375 million people (Tiwari, 2023).
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— The World Economic Forum thinks that Al will take away about 85 million jobs by 2025.
Foresight also says that by that year, 65% of retail jobs may be automated. They say this is mostly
because of technological progress, rising costs and wages, tight labor markets, and less consumer
spending (Zahidi, 2023).

— On the other hand, Al is expected to create between 20 and 50 million new jobs by 2030, mostly
by making jobs better and more available in fields like healthcare, pharmaceuticals, and others (Farrell,
2025).

The following table lists the jobs that are most likely to be automated between 2025 and 2030:

Table 3. Occupations Most Likely to Be Automated During 2025-2030

Job Role Transformation
Customer Service e . .
: You can use artificial intelligence to automatically answer common customer questions.
Representative
. Al-powered robots now greet customers and handle calls. For example, AimeReception can see, hear,
Receptionists :
understand, and talk to guests and clients.
Accountants Al can help accounting work faster and save money because it can automate tasks with high accuracy

and security through cloud services. This makes it a cheaper option than hiring people.

Advertising has moved to the internet and social media. On social media, targeted marketing features let

Sales Representafives advertisers make content that is specific to different groups of people.

Al is used in research and data analysis to make things easier and find new data on its own. As Al gets

Research and Analysis better, it may be possible to do these tasks without any human help.

Basic automation and Al in warehouses make it easy for employees to find packages and direct them
Warehouse Operations using computers. In the future, Al may even be able to do automated retrieval and loading to increase
shipping capacity.

Automation can make it easier to look at insurance applications and use the right formulas, which means
Insurance Underwriting that people won't have to depend on insurance companies as much as Al systems get better at doing
more complicated tasks.

Self-service checkout stations are common in stores because they help save money. They lower the need
for staff and save companies money, even though they make theft more likely.

Retail

Source: Prepared by the researchers based on (Talmage-Rostron, 2024).

Market Size and Forecast of Artificial Intelligence in Human Resources from 2024 to 2034
The first figure shows the regional breakdown of the Al market in the human resources sector for
the year 2024:

m North America

B Europe

M Asia Pacific

LAMEA

Figure 3. Regional Distribution of the Artificial Intelligence Market in Human Resources, 2024 (%)
Source: (Zoting & Shivarkar, 2024).
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The figure above shows that North America has the largest market share at 39%. This is due to
large investments and a cutting-edge technology ecosystem. Europe comes in second with 28%, which
shows that more and more companies are using smart technologies to manage their employees. The
Asia-Pacific region comes in third with 24%, showing that Al adoption is growing quickly, mostly because
of high population density and fast digital development. In contrast, the Latin America, Middle East, and
Africa (LAMEA) region is still growing and has only a 9% market share. This shows that there are good
opportunities for the future if more money is put into this area.

The next figure shows estimates of the size of the market for Al in HR from 2024 to 2034:

35
$30.77

30 $27.30
25 $23.47
$20.18
20 $17.35
$14.92
1 ” $12.83
11.03
$9.49
1 $7.01 $8.16 I
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a
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Figure 4. Projected Market Size for Artificial Intelligence in Human Resources (2024-2034) (in
billion USD)
Source: (Zoting & Shivarkar, 2024).

In 2024, the Al market for human resources was worth about $7.01 billion. By 2034, it is expected
to be worth about $30.77 billion, after reaching $8.16 billion in 2025. The compound annual growth rate
(CAGR)) for this growth is 15.94%. A big part of this growth is due to the fact that companies, especially in
developed countries, are relying more and more on data-driven decision-making when it comes to
managing their employees.

Conclusion

The evolution of Al into a strategic transformation force now enables HR to work better while
enhancing organizational success through its implementation. Organizations need to handle technological
advancement with deliberate attention to employee experience factors and employee lifecycle
considerations. Organizations that establish human-machine partnerships through strategic planning will
establish work environments which unite Al advantages with staff requirements. The partnership between
humans and machines creates opportunities for innovation while enhancing workplace quality and
economic growth and global problem resolution and sustainable social and economic development.

People along with businesses need to accept that Al has become a standard element of daily life
thus requiring its implementation throughout every occupation because it delivers powerful cost-effective
solutions. Al enables human workers to concentrate on innovative objectives through its capability to
automate complex operations and choice-based processes. The implementation of Al provides human
resource teams with an organizational competitive advantage because they can continuously improve
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their impact on organizational success.

As more and more businesses use Al solutions, this study suggests that companies should take a
proactive approach to retraining and preparing their employees for the digital transformation. To make
sure that people and machines work well together, this approach needs money for long-term training
programs that teach both technical skills and soft skills like being flexible, thinking critically, and becoming
an expert in a certain area. In addition, creating a culture of lifelong learning should be a top priority for
businesses to keep up with the fast changes in the job market, turn automation challenges into real
chances for professional growth, and encourage innovation within their own companies.
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