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Human Resource Management each other, technology and innovation are transforming the world into a global
Industry 4.0 village worldwide. Artificial intelligence helps companies perform any function
Bibliometric review more effectively and efficiently. The purpose of this research is to conduct a

bibliometric analysis of the scientific literature that addresses the application and
JEL CODES: M54; O33 impact of artificial intelligence in the field of human resource management in a

connected way. At the same time the topic is quite new and this paper will
contribute to scientific researches in the form of theoretical background. In the
article literature review related to the topic will be used.

INTRODUCTION

Artificial intelligence represents a real breakthrough in business management and will have a
profound impact on the way employees work, especially in human resources and employment
departments. Artificial intelligence (Al) technologies are affecting the management of human
resources in a different way. Artificial intelligence (AI) can have a major impact on the way
modern societies respond to many of the challenges they face. When used correctly, Al can create
a more equitable, healthy and inclusive society. Today, Al has become a mature technology and
is an increasingly important part of the fabric of modern life.

A significant source of innovation today, artificial intelligence (Al), which is demonstrated by
machines that display traits of human intelligence (HI), is being used in services more and more
(Rust and Huang 2014). For instance, many aspects of our lives have been automated by robots
for homes, healthcare, hotels, and restaurants; virtual bots have transformed customer service
into self-service (Fluss 2017); portfolio managers have been replaced by big data Al applications
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(Javelosa 2017); and social robots, like Pepper, have taken the place of human greeters in
customer-facing services to greet clients (Choudhury 2016). Because of these advancements,
some have said that we are living in the fourth industrial revolution, where technology is erasing
the distinction between the digital, biological, and physical domains (Schwab 2017).

The threat and revolution of Al have drawn the interest of researchers from a variety of fields.
Regarding the development of Al, there are two main lines of inquiry. While the economic
literature tends to concentrate on the impact of Al on jobs, the service and technological
literatures prefer to highlight the benefits of using Al technology. Applications of intelligent
technology (Colby, Mithas, and Parasuraman 2016; Marinova et al. 2017; Rafaeli et al. 2017),
services made possible by different technologies (Huang and Rust 2013), and service
technologies (Kunz et al. 2018) are frequently the subject of the service literature. According to
research, technological advancements should have expected effects, such as a rise in the use of
self-service technologies (Meuter et al. 2000), increased optimal productivity (Rust and Huang
2012), and a greater service.

The practical contribution of this research is to emphasize the importance of transforming the
human resources management function into a digital environment that provides higher
activation for the human resources department and will be reflected in higher performance and
employee retention.

Artificial Intelligence

What is assumed to be "artificial" about artificial intelligence is undoubtedly related to its origins
and the way it was created, in that it emerged not as a result of natural (especially biological or
evolutionary) influence, but as a product of human creation and creativity. In other words,
artificially intelligent things differ from naturally intelligent ones in that they are artificial objects
that have special properties that non-artificial ones normally have. In other words, they are
things that have a certain property (intelligence) as a result of a certain process (because they
were created, designed or manufactured in this way). Artificial intelligence is defined as machine
intelligence or intelligence demonstrated by machines, as opposed to natural intelligence
demonstrated by humans. The term artificial intelligence is often used to describe machines that
mimic human cognitive functions such as learning, understanding, reasoning or problem solving
(Russell and Norvig 2016). Artificial intelligence (AI) is the use of technology to do something
that would normally require a certain amount of knowledge. This also refers to the skill level of
technologically trained systems on par with human performance. (Palos-Sanchez et al, 2022)

Despite the uncertain origins of the concept of artificial intelligence, two authors stand out in its
development. On one side, there is A. M.Turing, the father of modern computation, and on the
other side, there is J. McCarthy, the father of artificial intelligence. Turing (1937) introduced the
concept of algorithms and laid the foundations of computer science. Later, Turing (1950)
proposed the Turing test, which tests whether a machine is capable of being as intelligent as the
person performing its functions. Here, if a machine can have a conversation that is
indistinguishable from a conversation with a human, then it is reasonable to say that the machine
is intelligent. If the evaluator cannot documentably state that the machine is different from a
human, the machine is said to have passed the test (Moor, 2003). The Turing test was the first
experiment proposed to measure machine intelligence. People were excited because for the first
time, computers were solving problems like humans and appeared to be intelligent. The broader
Al research community shared the initial optimism by making bold claims and increasing
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popularity. There are examples of Al solving problems involving algebraic application problems,
language translation, geometric theorem proof, etc. However, ]J. McCarthy coined the term
"artificial intelligence" during a conference at Dartmouth (Paesano, 2021). In the 1950s and 1960s,
it was expected that Al would rapidly evolve into computers and robots with human-level
cognitive abilities, but this did not happen until recently when it came to the fore (Bolander 2019;
Pillai and Sivathanu 2020). Of course, the concept of Artificial Intelligence (Al) was on the minds
long before the advent of computers. Artificial intelligence basically refers to the processing of
human intelligence by machines, especially computer systems. However, defining intelligence
many times is a nuanced task. Intelligence encompasses various aspects such as problem-solving
ability, learning ability, adaptability, creativity, and understanding complex concepts. Artificial
intelligence aims to replicate these cognitive abilities across machines. Initially, the focus was on
symbolic Al, which required computers to follow explicit rules to solve problems. However, as
our understanding of intelligence has changed, Al techniques have changed accordingly.
Modern Al, particularly machine learning and deep learning, allows machines to learn from
data, recognize patterns, and make decisions based on experience. Despite its prevalence, Al still
lags behind human intelligence in many ways. Human intelligence is not limited to solving
problems; it also includes areas such as understanding the context in which Al encounters it,
emotions, social characteristics, and ethical controls. So, while the term “intelligence” is difficult
to define, Al aims to mimic and extend human cognitive abilities to perform tasks that typically
require human intelligence in machines.

Since the advent of computers, the possibility of creating intelligent computers has intrigued
many people. When we look back in history, the first signs of Al date back much further. So if
intelligence itself is so difficult to define, what do we mean by AI?

Artificial intelligence is different from regular software systems because it can perform complex
calculations quickly, use complex methods, and process large amounts of high-quality
aggregated data (Jia et al., 2018). “Humanized” artificial intelligence (AI) has many skills, such as
cognitive, emotional, and social intelligence (Radonjic et al., 2022). In the digital business era, Al
has become a more transformative force in redefining management and the strategic practices of
the firm (Kshetri, 2021; Vrontis et al., 2021). Artificial intelligence (AI) systems have been used for
a long time and in many different areas. However, it is only in the last few years that this
technology has taken major steps forward and become widely used across many different types
of organizations (Hussain et al., 2019).

The capacity to digest and learn from knowledge in order to solve problems is known as
analytical intelligence (Sternberg 1984, 2005). This relates to mathematical abilities, logical
reasoning, and information processing (Sternberg 1999). For instance, people that work with
computers and technology, data scientists, mathematicians, accountants, financial analysts, auto
repair specialists, and engineers all strongly rely on analytical skills, which are acquired through
training, knowledge, and specialty in cognitive thinking.

The two main analytical Al applications are data analytics and machine learning. Typical
analytical Al uses algorithms to learn iteratively from data to locate insightful information
without being instructed where to look for a specific piece of information. Machine learning
comes in a variety of forms (SAS Institute, Inc. 2017). Deep Blue, a chess computer manufactured
by International Business Machines Corp. (IBM), employs
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In recent years, computer science has encompassed many related areas such as Machine
Learning (ML); advances in teaching machines how to learn from experience, examining large
data sets, and finding hidden patterns are reviving Artificial Intelligence (Kubat, 2017).
Furthermore, Al is a technology that attempts to simulate human reasoning in computers and
other types of machines (Rodgers and Al Fayi, 2019). While AI can improve many areas of life,
there are also risks that need to be considered. The potential for Al to be used in ways that harm
humans poses a great risk. For example, the use of Al-powered weapons systems could lead to
increased civilian casualties due to war. There is also the risk that Al-powered surveillance
systems could violate privacy and civil rights. Another risk associated with Al is that the
technology could be used to oppress certain groups. Al algorithms can be as objective as the data
they are trained on, and if that data is biased, so will the resulting algorithm. This could lead to
unfair and discriminatory outcomes, such as people being excluded from housing, credit, or
employment opportunities because of their ethnicity, gender, or other personal characteristics.
Another major concern is that Al could cause people to lose their jobs, as computers and
algorithms take over tasks previously performed by humans. This could lead to a serious social
and economic crisis, especially for those in low-skilled jobs. Additionally, Al has the potential to
spread misinformation and generate deepfakes, both of which can influence public opinion and
therefore affect political outcomes. These risks can be mitigated with appropriate planning, rules,
and monitoring. It is important for government, academia, and business leaders to collaborate to
ensure that Al is developed and used responsibly and fairly. Conducting research that identifies
and addresses the dangers and negative consequences of Al technology is vital to maximize its
benefits while minimizing harm. (Venice, J. A et al., 2021: 241-249).

The Application of Al in HRM

As technology changes rapidly and steadily around the world, it is clear that businesses and
other industries are eager to use the creativity of Al systems, mostly because they are very
effective and improve workflow in many ways. A significant change has occurred in the
business world due to the widespread use of artificial intelligence (AI) technology in many
specialized fields such as human resource management (HRM) (Malik et al, 2020). The
integration of Al in HRM can be depicted in four categories: (1) It is a system that thinks like a
human, (2) It thinks rationally, (3) It acts like a human, and (4) It acts rationally (George and
Thomas, 2019). In addition, Al technology can benefit HRM in the following areas of operation:
(Rodgers, 2020).

e Time-pressed decisions: The cost of making decisions without rushing is high (speed is
very important).
e Accuracy: The cost of wrong decision choices is minimized.

e Allocation of resources: The data size is too large for manual analysis or traditional
algorithms.

¢ Decisions where predictive accuracy is more important than explanation or disclosure.

¢ Providing information where regulatory requirements are light
Human capital is a differentiating factor for an organization as it is an intangible resource that is
difficult for competitors to imitate and therefore provides a potential competitive advantage to

any organization (Kearney and Meynhardt, 2016). The role of Al in an organization is to increase
the efficiency and effectiveness of the HR function by making various management processes
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agile and accurate (Nankervis et al., 2021). Al for HRM will enable the understanding and
control of a data collection process, thus integrating this process into the organizational and
economic efficiency strategy (Varma et al., 2022).

Most contemporary HR professionals are using Al for a wide range of tasks and purposes,
including but not limited to employee records management, payroll processing, recruiting and
hiring, evaluation and feedback. Artificial intelligence (AI) can automate various human
resources (HR) operations, including hiring, firing, and distributing information about benefits
packages and compensation levels. The different areas that make up HRM in an organization
where Al is in its infancy include:

(1) talent search and recruitment,
v
3

training and development,

—~~

performance analysis,

—~~
=~

5
6

—~~

)
)
) career development,
) compensation,

)

personnel turnover (Abdeldayem and Aldulaimi 2020; Navaz, 2020; Qamar et al., 2021;
Yahia et al., 2021).

However, implementing Al in HR can have its drawbacks, such as inherent limitations of the
technologies and hackability. Al has revolutionized the field of HR through the application of
machine learning and algorithms to increase efficiency, reduce bias, and improve decision-
making. However, some companies have been slow to fully embrace Al due to its current
limitations and concerns about security issues.

This research will discuss the current status of Al in HR as well as its potential future develop-
ments. Al uses consistent computer technologies and pre-programmed algorithms to produce
instantaneous decisions. Al will have ripple effects in the HR sector. When a company’s HR
department combines its human touch with its technological savvy, it benefits both job
candidates and employees. The use of Al in HR will also help communicate the importance of
speed and efficiency. The Role of Al in HR: The HR department is responsible for time-
consuming processes such as hiring and training new employees. Many tasks in HR can be
simplified with the help of Al Finding and Retaining the Best Employees: The HR department
plays a vital role in expanding the business by finding and hiring qualified candidates. The use
of Al in HR can be most noticeable in talent acquisition. Tasks such as candidate screening,
database maintenance, interview scheduling, and question answering are all made easier with
the help of Al The reduction in recruitment efforts allows HR to focus on value-added activities
such as talent acquisition, personnel management, and awareness campaigns. Human resources
will be able to use Al to find the candidate who is almost ideal for the organization. Therefore,
the screening process is simple, fast, and useful. The most promising potential customers are
identified and followed up with the help of chatbots. These intelligent chatbots manage the
recruitment process and assign new employees to jobs that best suit their skills.

Human resources (HR) departments can use Al in their software to evaluate data and identify
employees who may need more training.

Artificial intelligence (AlI), more commonly known, is one of the most important technological
developments that has changed the way people work. It is important to realize the possible
effects of Al development according to academic standards (Tambe et al., 2019).
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Digital technologies have completely changed the way we do our job, leading to a major change
and great progress in business management (Da Silva et al.,, 2022). In fact, with the accelerating
development and widespread application of Artificial Intelligence (AI) and other
groundbreaking technologies, the interaction between firms, employees and customers is mainly
intensified by the change and automation of administrative components of HRM activities and
tasks (Lariviere et al., 2017; Marler and Parry, 2016). With the development of Artificial
Intelligence (AI) technology, the new generation of labor, like human intelligence in artificial
intelligence, has become the key factor for enterprises to survive and transform in the changing
environment (Ertel, 2018).

CONCLUSION

Al has impacted and changed many aspects of our daily lives. There are opportunities to address
ethical, legal, and strategic challenges in HRM practice and research. Al software has impacted
the HRM process by reducing inefficiencies and the time required to complete tasks, but trust
issues with employees and management still persist. If organizations” HRM teams fail to keep up
with future developments in Al technology, their organizations may not be able to compete
effectively in attracting and hiring employees for influential roles.

The main drivers for the adoption of AI-HRM are the increasing need for skilled personnel, the
changing nature of work, and technological advances. The development of AI-HRM should also
embrace the principles of human dignity, autonomy, and diversity, and include active
stakeholder participation.

A change in conventional methods is highlighted by the revolutionary potential of artificial
intelligence (Al) in the field of human resources management (HRM), which combines cutting-
edge technology with strategic human capital management. This study demonstrates how Al
both facilitates and disrupts HR operations, changing everything from hiring to performance
reviews and employee involvement. A future where human resource practices are in line with
corporate objectives has been paved by the potential for improving operational efficiency,
streamlining decision-making, and encouraging data-driven initiatives through the integration
of Al-driven tools in HRM.

The recognition of Al's ability to perform intricate jobs quickly and accurately, such managing
enormous databases, automating hiring procedures, and forecasting staff attrition, is one of the
exploration's most important results.
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