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Abstract 

This survey-based study examines the adoption, use cases, benefits, and risks of artificial intelligence 

(AI) across human resource management (HRM) functions in India. Using responses from 412 HR 

leaders spanning mixed industries and mid-to-large enterprises, we find strong momentum in AI-

augmented recruitment, HR analytics, and learning & development, alongside measured caution 

regarding data privacy, bias, and explainability. We provide descriptive statistics, two figures on 

adoption and perceived risks, and practical recommendations for Indian HR leaders to achieve 

responsible and value-accretive AI at scale. 
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INTRODUCTION 

AI adoption in HRM has accelerated globally, and India—home to a 

vibrant technology ecosystem and a deep talent pool—is at the forefront of 

enterprise experimentation. Indian organizations face scaling pressures, compliance 

complexity across states, and a highly competitive labor market, which collectively 

push HR leaders to seek data-driven, automated solutions. This paper contributes a 

current, India-focused view of where AI is deployed in HR and how leaders 

perceive its value and risks. 

REVIEW OF LITERATURE  

Artificial intelligence (AI) has emerged as a transformative force in human 

resource management (HRM), fundamentally reshaping traditional practices and 

roles. The burgeoning body of literature on AI in HRM, which has seen a significant 

increase in recent years, highlights both the promising opportunities and the 

significant challenges of this technological integration. This review synthesizes key 

findings from academic and professional sources, exploring AI's application across 

the HR lifecycle, the benefits it offers, the risks it poses, and the future role of HR 

professionals 

Key Applications of AI in HRM 

The literature consistently identifies several core HR functions where AI 

is being extensively applied and studied. These applications are not merely about 

automation; they are about using sophisticated algorithms and machine learning to 

make data-driven decisions and enhance efficiency. Recruitment and Selection: 

This is perhaps the most well-documented area of AI application. AI-powered tools 

are used for automated resume screening, candidate sourcing, and preliminary 

interviews via chatbots or video analysis. Research by Upadhyay & Khandelwal 

(2018) and Black & van Esch (2020) suggests these tools can significantly reduce 

time-to-hire, improve candidate matching, and even mitigate human bias in the 

initial stages of hiring. 

Training and Development: AI systems are personalizing learning 

experiences for employees.  
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By analyzing performance data and skill gaps, AI can 

recommend tailored training content and provide real-time 

feedback (Dwivedi et al., 2021). This shift from a one-size-

fits-all approach to personalized, adaptive learning is a key 

theme in the literature. 

Performance Management: AI enables continuous 

monitoring and assessment of employee performance, 

moving beyond traditional annual reviews. Predictive 

analytics can identify high-performers, forecast turnover, 

and provide objective data to support performance 

appraisals (Zhang et al., 2022). This helps in making fairer, 

data-backed decisions. 

Employee Engagement and Wellbeing: The literature shows 

a growing focus on using AI to understand and improve the 

employee experience. Chatbots can serve as 24/7 support for 

employee queries, while AI-driven sentiment analysis of 

internal communications can gauge employee morale and 

identify potential issues before they escalate (Nawaz et al., 

2024) 

Opportunities and Benefits 

The primary advantages of integrating AI into HRM are 

widely recognized. Studies highlight how AI can: 

Increase Operational Efficiency: By automating repetitive 

and administrative tasks, AI frees up HR professionals to 

focus on more strategic, human-centric activities like talent 

strategy, employee relations, and organizational 

development (Benabou & Touhami, 2025). This is a 

consistent finding across multiple studies. 

Improve Decision-Making: AI's ability to process and 

analyze vast datasets provides HR with unprecedented 

insights. This allows for more informed and objective 

decisions, such as identifying the best candidates or 

forecasting future workforce needs. 

Enhance the Employee Experience: Personalized training, 

faster response times to queries, and objective performance 

feedback contribute to a more positive and satisfying 

employee journey (Benabou & Touhami, 2025) 

Challenges and Ethical Concerns 

Despite the clear benefits, the literature also raises a number 

of critical challenges that must be addressed for successful 

AI implementation. 

Algorithmic Bias: A major concern is the potential for AI 

systems to perpetuate or even amplify existing biases present 

in historical data. If an AI recruiting tool is trained on biased 

hiring data, it may systematically discriminate against 

certain groups (Dastin, 2018). The need for fairness and 

transparency in AI algorithms is a recurring theme 

(Venugopal et al., 2024). 

Dehumanization of Work: Critics argue that overreliance 

on AI could lead to a loss of the human touch in HR, eroding 

personal relationships and trust between managers and 

employees. The literature emphasizes that AI should be seen 

as an augmenting tool, not a replacement for human 

judgment (Cappelli & Tavis, 2017). 

Data Privacy and Security: The use of AI in HRM involves 

collecting and processing sensitive employee data. This 

raises significant concerns about privacy, data security, and 

the ethical use of information (Harris & Johnson, 2024). 

Skills Gap and Resistance: Many HR professionals and 

employees lack the skills and knowledge to effectively use 

and manage AI technologies. This can lead to resistance to 

change and a disconnect between the potential of AI and its 

actual implementation (Cureus, 2025) 

Prior literature reports early success for AI in high-volume 

screening, conversational candidate support, and talent 

analytics, while emphasizing governance for fairness, 

privacy, and transparency. In India, digital public 

infrastructure (e.g., Aadhaar, UPI) and rapid SaaS growth 

lower integration barriers but increase expectations for 

strong data stewardship. 

OBJECTIVES 

 Study  the adoption of AI in Human resource 

management  

 Study the benefits, and risks of artificial intelligence 

(AI) across human resource management (HRM) 

functions in India.  

 Study the AI-augmented recruitment, HR analytics, and 

learning & development, alongside measured caution 

regarding data privacy, bias, and explainability.  

RESEARCH METHODOLOGY 

Primary Data 

Administered a structured online survey to gather data from 

HR leaders and senior practitioners between May and July 

2025. After cleaning incomplete responses, the final sample 

comprises N=412, spanning technology, manufacturing, 

BFSI, healthcare, retail, and services. Measures included 

function-level adoption (binary), maturity (1–4), benefits 

realization (0–100%), and perceived risks (1–5). 

Secondary Data 

Data gathered from various sources such as Government 

websites, books, research papers, periodicals. 
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Sample Size  

412 HR Managers and senior practitioners 

Sampling method  

Convenience sampling is used in this research paper 

Area 

India  

Statistical Tools and technique 

Linkert scale (1-5), mean, median and percentage are used 

for analysis. 

ANALYSIS 

Adoption is highest in recruitment (72%), HR analytics 

(65%), and learning & development (61%). Workforce 

planning (46%) and performance management (49%) show 

growing traction, often via predictive modeling and AI-

assisted goal setting. Payroll/benefits (41%) and 

engagement (52%) are catching up as vendors embed AI 

features by default. 

 

 
Figure 1 AI adoption by HR function 

Note: Share of organizations reporting production use, India (2025), N=412. 

Respondents reported reduced time-to-hire (median −24%), 

higher candidate throughput (+38%), and improved internal 

mobility visibility. In L&D, adaptive pathways increased 

course completion rates by 12–18%. HR analytics improved 

forecast accuracy and reduced ad-hoc reporting effort. 

 

 

Risks and Constraints 

Top perceived risks include data privacy and security (mean 

4.5/5), bias/fairness (4.2), explainability (4.0), and 

regulatory compliance (3.9). Leaders emphasized the need 

for auditable models, de-biasing pipelines, and clear 

accountability between HR, Legal, and IT. 

 

 

Figure 2 Perceived AI risks in HR 

Note: Mean perceived risk on a 1–5 Likert scale. India (2025), N=412. 



International Journal of Innovations In Science Engineering And Management  

https://ijisem.com  375 

DISCUSSION 

Findings indicate Indian enterprises are pragmatically 

adopting AI where ROI is most immediate and data is 

relatively clean. A two-speed pattern is visible: digitally 

mature firms scale AI across the HR stack, while others pilot 

in recruitment and analytics before expanding. Responsible 

AI capacity covering data governance, model monitoring, 

fairness testing, and employee communications 

differentiates durable outcomes from point-solution wins. 

RECOMMENDATIONS FOR INDIAN HR LEADERS  

1. Prioritize use cases with measurable outcomes (time-to-

hire, quality-of-hire, attrition risk). 

2. Adopt a model risk management (MRM) approach for 

HR AI: inventories, owners, controls, monitoring. 

3. Implement privacy-by-design: minimization, purpose 

limitation, access controls, encryption, and retention 

hygiene. 

4. Institutionalize fairness testing with demographically 

disaggregated metrics and adverse impact analysis. 

5. Co-design with works councils/ERGs; communicate 

clearly with employees on AI assistance vs. decisions. 

6. Empower HRBP and COE teams with data literacy and 

prompt engineering training; create an HR-IT-Legal 

guild. 

7. Select vendors with auditable pipelines, APIs, SOC 

2/ISO 27001, and clear DPA terms under Indian DPDP 

Act. 

LIMITATIONS 

The study relies on self-reported adoption and perceived 

benefits, which may overstate realized value. Cross-

sectional design limits causal inference; longitudinal follow-

up is recommended. Sample skews toward digitally-forward 

sectors. 

CONCLUSION 

AI in HRM among Indian mid-to-large enterprises is moving 

from pilots to platform features, with recruitment, analytics, 

and L&D leading. Sustained value depends on responsible 

AI foundations and change management. Organizations that 

standardize governance and align talent strategies with AI 

will widen their advantage. 
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