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Abstract

Artificial Intelligence (Al) is driving transformative change across diverse sectors, with
significant implications for the field of human resources (HR). A notable example of Al's
advancement is Sophia, the humanoid robot who addressed the United Nations on
sustainable development, symbolizing the increasing integration of Al into global discourse.
In the HR domain, Al is emerging as a powerful tool that operates across multiple levels from
basic recruitment systems to advanced Al-powered platforms enhancing the accuracy,
efficiency, and speed of talent acquisition processes. These tools, functioning autonomously
or in collaboration with human professionals, are enabling HR teams to make data-driven
decisions and gain predictive insights into a candidate's potential success within an
organization. This study aims to explore the integration of Al in HR practices, particularly in
recruitment and talent management, while assessing the associated benefits and challenges.
The research is based on a qualitative methodology that includes the review of secondary
sources such as academic articles, industry case studies, and expert opinions. The findings
reveal that Al significantly improves hiring efficiency by automating routine tasks like resume
screening and interview scheduling, while also enabling more accurate candidate matching
and promoting unbiased recruitment when algorithms are properly designed. However, the
study also highlights on-going concerns regarding data privacy, algorithmic transparency,
and the potential displacement of HR roles. The implications suggest that organizations must
invest in digital literacy and ethical Al frameworks to maximize the benefits while mitigating
risks. In conclusion, Al represents a transformative shift in HR, not just in operational terms,
but in redefining the strategic role of HR professionals. When adopted responsibly, Al can
support more inclusive, efficient, and forward-thinking human resource practices, paving the
way for a more adaptive and data-informed future of work.

Keywords: Artificial Intelligence, Human Resources, Sustainable development, HR practices,
Recruitment.

1. Introduction
Artificial intelligence (Al) involves the emulation of human intelligence within machines,
enabling them to mimic human actions and behaviours. Human resource management (HRM)
is the practice of overseeing personnel, workplace culture, and maintaining a conducive work
environment. The HR department primarily focuses on recruitment, hiring, training, and
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employee development initiatives. The integration of artificial intelligence in HR processes
offers numerous advantages, streamlining operations, reducing costs, and saving time and
resources. In the contemporary landscape, the application of artificial intelligence has gained
traction across diverse sectors, including finance (banking), telecommunications, education,
and corporations. Corporations, in particular, are increasingly adopting Al in their HR
departments to enhance overall performance. By leveraging Al, HR tasks become more
efficient, straightforward, and seamless. However, the implementation of Al is not without
challenges. Integrating Al requires a well-prepared strategy, and its successful adoption
demands a skilled workforce capable of handling its intricacies. Utilizing artificial
intelligence in HR necessitates a proficient understanding of technology and its applications.
Without adequate tech literacy, concerns such as data privacy and security may arise,
potentially having adverse effects on the HR department and incurring additional costs.
Therefore, to ensure the successful utilization of Al in HR practices, organizations must
prioritize recruiting personnel equipped with the necessary skills and expertise. In summary,
artificial intelligence's integration into human resource management brings forth efficiency
and productivity benefits. However, it requires careful planning, a skilled workforce, and a
comprehensive understanding of technology to reap its rewards while mitigating potential
challenges.

2. Review of Literature
Scott W. O’Connor (2020): In his article "Artificial Intelligence in Human Resource
Management, emphasized that artificial intelligence will maintain its constructive influence
on the realm of human resources management in the forthcoming years. Furthermore, HR
practitioners need to proactively acknowledge the potential challenges that lie ahead. To
equip themselves for the future landscape of human resource management, professionals
must proactively engage in understanding current trends within the field. Simultaneously,
they should establish a robust groundwork of HR expertise, which can serve as a basis for
their continuous growth and adaptation as the profession continues to evolve.
Prasanna Vatsa and Kusuma Gullamjji (2019): In the paper titled “To Study the Impact of
Artificial Intelligence on Human Resource Management”, it is clearly stated that the
integration of HR practices with Al based applicants definitely have a stronger impact in
enhancing the organizational performance. The study depicts that Al is everywhere in HR, be
in recruitment, training, on boarding, performance analysis, retention and so on, but many of
the organizations are still lagging in integrating Al to its HR — practices because of its cost
associated in integration.
Jennifer Johansson and Senja Herranen (2019): In the paper titled “The Application of
Artificial Intelligence in Human Resource Management”, it is mentioned that the area of Al
in recruitment is new and there are not many organizations that has implemented Al in all
parts of the recruitment process. It also mentions that the main benefits of Al are seen as the
speeded quality and elimination of routine tasks, while major challenge is seen as the
companies’ overall readiness towards the new technologies. Albert Christopher (2019): In
his article names as “Use of Artificial Intelligence in Human Resource Management, the
author says that Al — based applications raise employee productivity. It has the ability to
analyze, predict, diagnose and become more capable resource while focusing on employee
need and outcomes. However, there are challenges like privacy, talent gap, maintenance,
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integration capabilities or limited proven applications. Al systems must be managed carefully
by finding reliable learning data sets, using the right implementation approach, seeking
clarity, eliminating bias and considering unintentional consequences.
Barbara van pay (2018): In this article how Al is reinventing HR it was clearly stated that all
the organizations mostly looking for Al solutions for their business and they are scared of
letting a non-human entity handle the procedures of business. By using the Al in organization
it can reduce the time consumed for filling and hiring the candidates who applied for the job,
through screening multiple candidates, gathers data they rank the candidates by considering
other information like experience ,skill set etc., to find right person. After finding the perfect
fit for the role next main part is interviewing, now days Al interviewing software such as hike
vue, mya are used mostly. Al technology takes care from sourcing to interview which
drastically reduces the recruitment timeline and help to hire right candidates with ability to
perform in specific roles and make placements much easier and at faster rate.
The importance of Al in HR management is multifaceted. Al can automate tasks such as
resume screening, candidate sourcing, and initial interviews, saving time and resources for
HR professionals (Chowdhury et al., 2023). It can personalize onboarding experiences,
providing new hires with relevant information and resources tailored to their specific roles
and needs. Additionally, Al can analyze employee data to identify performance trends,
provide feedback, and identify areas for development. The research objectives of this study
are to: 1. examine the current state of Al adoption in HR functions in Bangladesh; 2. identify
the key challenges and opportunities associated with Al implementation in HR in
Bangladesh; 3. evaluate the impact of Al on HR processes and outcomes in Bangladeshi
organizations; 4. explore the ethical considerations and potential biases associated with Al in
HR; and 5. provide recommendations for organizations and policymakers in Bangladesh to
effectively leverage Al in HR.
To achieve these objectives, the research will address the following research questions: 1.
What are the current applications of Al in HR functions in Bangladesh? 2. What are the key
challenges and opportunities associated with Al adoption in HR in Bangladesh? 3. How does
Al impact HR processes such as recruitment, onboarding, performance management, and
talent management in Bangladesh? 4. What are the ethical considerations and potential biases
associated with Al in HR in Bangladesh? 5. What are the recommendations for organizations
and policymakers in Bangladesh to effectively leverage Al in HR?

3. The Role of Artificial Intelligence in Modern HR Practices
Al-driven tools are revolutionizing recruitment by automating candidate sourcing, screening,
and assessment. For instance, companies like LinkedIn and HireVue use Al to analyze
resumes and identify the best candidates based on job requirements. Al-powered chatbots,
such as those used by IBM’s Watson Recruitment, engage with candidates, answer their
queries, and schedule interviews, saving time and effort for HR professionals.Moreover, Al
reduces unconscious bias in hiring by basing assessment solely on objective criteria. For
example, Unilever uses Al to test candidates through online games and video interviews. The
system analyzes facial expressions, tone, and choice of words to predict whether a candidate
would be suitable for a job, thus providing a just and inclusive process of hiring. This has
ensured that diversity and efficiency have been realized in Unilever’s hiring process.
Training and Development
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Al enhances employee training by offering personalized learning experiences. Platforms like
Coursera and Degreed utilize Al to recommend tailored courses based on individual career
goals and skill gaps. IBM’s Al tool, Watson, provides real-time feedback and suggests
resources to employees during their training sessions, ensuring they gain relevant skills
efficiently.
Moreover, Al-based virtual reality (VR) and augmented reality (AR) simulations are
increasingly being used for experiential learning. For instance, Walmart uses VR scenarios to
train employees in customer service and handling difficult situations. This experiential
learning approach helps the employees feel confident and perform better.
Ethical, Legal, and Regulatory Framework for Al in Recruitment
Artificial intelligence is transforming recruitment by making it smoother and increasing data-
driven decision-making. However, as organizations increase the adoption of Al in hiring, it is
imperative to keep in mind the ethical, legal, and regulatory considerations so that the
adoption of Al is fair and responsible.
Ethical Considerations
Al in recruitment must focus on being transparent, accountable, and fair. Transparency refers
to making the role of Al in decision-making clear to the candidates and ensuring that
algorithms are understandable. Explainable Al (XAIl) frameworks are critical to dealing with
the “black-box” problem, whereby decisions seem to be made without an insight into how or
why they were reached. Human oversight is necessary in validating Al-driven outcomes,
including mitigating risks from possible errors.
Legal Frameworks
Governments globally are formulating laws related to Al in recruitment activities. In Europe,
the General Data Protection Regulation mandates data transparency and protects candidate
privacy, and the California Consumer Privacy Act in the United States offers similar
protections. The Equal Employment Opportunity guidelines are equally important to ensure
fair hiring practices. For example, regulations like the EU Al Act focus on categorizing Al
systems by their risk levels and hold individuals liable for high-risk applications, such as
recruitment. These laws ensure Al adoption aligns with legal standards and fosters trust
among stakeholders.

4. Opportunities
Efficiency and Automation: Al can automate repetitive and time-consuming HR tasks, such
as resume screening, data entry, and administrative duties. This allows HR professionals to
focus on strategic initiatives and more value-added activities.
Data-Driven Decision Making: Al can process vast amounts of HR data to provide insights
and trends, enabling informed and data-driven decision-making for better talent management
strategies.
Enhanced Recruitment: Al-powered tools can identify suitable candidates faster, reduce bias
in the selection process, and enhance the quality of hires through improved matching of skills
and job requirements.
Personalization: Al can offer personalized employee experiences, from tailored on boarding
plans to individualized training and development recommendations.
Predictive Analytics: Al can forecast workforce trends, such as attrition rates and skill gaps,
allowing HR to proactively address challenges and plan for the future.
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Employee Engagement: Al can monitor employee sentiment and engagement, identifying
potential issues early on and enabling interventions to improve job satisfaction and
productivity.
Learning and Development: Al-powered platforms can recommend relevant training courses
and materials based on employees' skills and career aspirations, fostering continuous
learning.
HR Process Improvement: Al can optimize HR processes like performance appraisals,
ensuring fairness, consistency, and transparency in evaluations.
Employee Assistance: Al-driven chat bots can provide instant answers to employee queries
about policies, benefits, and procedures, enhancing user experience.

5. Challenges
Bias and Fairness: If not carefully designed and monitored, Al algorithms can perpetuate
existing biases present in historical data, leading to unfair outcomes in areas like recruitment
and promotions.
Data Privacy: The use of Al involves collecting and analysing sensitive employee data,
raising concerns about data security and compliance with privacy regulations.
Employee Resistance: The introduction of Al tools can be met with resistance from
employees who fear job displacement or mistrust Al-based decisions.
Skills Gap: The implementation of Al requires HR professionals to acquire new technical
skills and a deep understanding of Al's limitations and potentials.
Loss of Human Touch: While Al can automate many tasks, it might compromise the
personalized and empathetic interactions that HR professionals provide.
Transparency and Accountability: Al decisions can sometimes lack transparency, making it
challenging to understand how decisions are made and potentially raising ethical concerns.
Integration Complexity: Integrating Al into existing HR systems and processes can be
complex and require investments in technology and training.
Change Management: Implementing Al-driven changes in HR requires effective change
management strategies to ensure smooth adoption and minimal disruption.

6. Findings and Discussions
The research findings are based on interviews conducted with HR professionals, Al experts,
and policymakers in Bangladesh, as well as case studies of organizations that have
implemented Al in their HR functions. The key findings are summarized below:
Limited Al adoption: While there is growing interest in Al in Bangladesh, its adoption in HR
is still limited. Many organizations are exploring Al applications, but few have fully
implemented Al-powered solutions.
Recruitment and selection: Al is being used primarily for resume screening and candidate
sourcing. However, there is a growing trend towards using Al for initial interviews and
assessments.
Performance management: Al is being used to analyze employee data and identify
performance trends, but its use for providing feedback and coaching is still limited.
Talent management: Al is being explored for identifying high-potential employees and
creating personalized development plans.
Challenges and opportunities: The key challenges to Al adoption in HR include lack of Al
expertise, data privacy concerns, resistance to change, and ethical considerations. However,
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there are also significant opportunities for improved efficiency, cost-effectiveness, and
employee experience.
Ethical concerns: Privacy concerns, bias and discrimination, and job displacement are major
ethical considerations associated with Al in HR.
The findings from this research suggest that while Al offers significant potential for
enhancing HR practices in Bangladesh, its adoption is still in its early stages. The limited
adoption can be attributed to factors such as lack of Al expertise, data privacy concerns, and
resistance to change. The use of Al in HR is primarily focused on recruitment and selection,
with limited applications in performance management and talent management. This indicates
a need for organizations to explore the full potential of Al in these areas (Griffin et al., 2009).
Ethical considerations are a major concern in the use of Al in HR. Organizations must
address issues such as data privacy, bias, and job displacement to ensure that Al is used
ethically and responsibly. The findings from this research are consistent with existing
literature on Al in HR. Studies have shown that Al can be used to automate HR tasks,
improve decision-making, and enhance employee experience. However, the challenges and
opportunities associated with Al adoption in developing countries like Bangladesh may differ
from those in developed countries.

7. Future Study and Practical Implications
The Collaboration of Human and Machine
The future trend of the Al for HRM is still the collaboration of human and machine with the
existence of confliction. The McKinsey Global Institute believes that “more than 30% of
activities in 60% of occupations can be replaced by artificial intelligence”(Chui & Francisco,
2017). According to a research report from the University of Oxford, in the next 10 to 20
years, half of the 702 jobs in the United States will disappear under the influence of IT, and
nearly 47% of US employees will be employed. Based on these data, how to elevate the
competitive intelligence of human resource managers and deploy the human resources
efficiently may be very difficult to handle with. How to collaborate the human and machine
with using the developing technologies is also an important question. The large-scale rise in
unemployment rate also will cause opposition and resistance.
In detail, in each dimension of human resource management, there are worthy researching
questions to be answered. For example, the process design for the matching between job
seekers and providers based on HR model and Al. The intelligent performance evaluation
system combined with the Al algorithms and performance evaluation standards (Dom, 2018).
Data Driven Human Resource Management Analytics and Information System
To maintain the competitive advantages, enterprises can make strategic plan for the Al
transforming by gradually building the internal data analytical system and improving
information system. This will provide foundation for embedding with Al system. For each
dimension of the HRM, the new Al technology can be attempted. Recruiting and Training
can be the staring points as shown by cases analysis. The machine learning techniques for the
employees’ performance prediction can also be applied for practice and research. The
analytics of Al can also be applied for understanding organizational behaviors with data
input.
Real Application Process, Advantages, and Risks Al and HR combination has been undenied
trend in the HR revolutions. The current mature application is for recruiting, using chatbot
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and machine learning. Machine learning and augment learning algorithms are being
developed to provide smart solutions for human resource management (Jill, 2018). However,
most enterprises now are still not ready for Al application in HR. This process is not only
technology diffusion, but also a merge with strategy, organizational behaviors, enterprise
culture and management process in the enterprise. So how to design and implement the Al
technology into HR practice gradually is still worth exploring. Except for the advantages of
Al brings to HR, there are also risks may exist, such as data exposure and inadvertent misuse
(Josh 2018). How to avoid such risks is also an interesting topic.
8. Conclusion

In conclusion, the integration of Artificial Intelligence (Al) into Human Resource
Management (HRM) presents a transformative shift with significant potential benefits and
challenges. Al's capacity to emulate human intelligence through algorithms and machine
learning tools offers HR professionals the ability to streamline operations, enhance decision-
making, and optimize processes across various HR functions. However, this advancement
comes with responsibilities that need to be addressed strategically. While Al in HR has the
potential to bring efficiency, data-driven insights, and improved employee experiences,
careful implementation and ongoing vigilance are paramount. The implications of bias in
algorithms, data privacy concerns, employee resistance to change, and the potential loss of
the human touch must be thoughtfully managed. Moreover, the integration of Al demands a
re-evaluation of skill sets among HR professionals, ensuring they possess the necessary
technological know-how to harness Al effectively while maintaining the ethical and human-
centered dimensions of HRM. As Scott W. O'Connor highlighted, Al's role in HR is expected
to continue its positive trajectory, shaping the future of HRM. HR practitioners must equip
themselves with a deep understanding of the current trends, while also laying a strong
foundation of HR knowledge. This will allow them to navigate the evolving landscape,
harness the capabilities of Al, and align its applications with organizational goals and values.
Ultimately, the successful implementation of Al in HR will hinge on striking the right
balance between technological advancements and human expertise. It is through this balance
that organizations can harness Al's power to enhance HR operations, fostering a more
productive, inclusive, and engaging work environment for employees, while also ensuring
fairness, transparency, and compliance in HR practices.
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