
                           International Scientific Journal of Engineering and Management (ISJEM)                                               ISSN: 2583-6129 
                                  Special Edition: Volume: 04 ESEH – 2025                                                                               DOI: 10.55041/ISJEM.ESEH013                                                                                                                                         

                                  An International Scholarly || Multidisciplinary || Open Access || Indexing in all major Database & Metadata        

 

© 2025, ISJEM (All Rights Reserved)     | www.isjem.com                                                                              |        Page 79 
 

Equilibrating Automation and Emotion: AI and Empathy in Contemporary 

HR Practices 

 

Jude Franklin M1, Sneha C. R.2*, and John Jonesh M3 
1 Deepspatial AI Asia Pvt Ltd, Noida 
2 Unified Brain Health Care, Chennai 
3 Madras Christian College, Chennai 

judefranklinmathew.11@gmail.com 
*crsneha.edu@gmail.com 

johnjonesh03@gmail.com 

Abstract 

In today’s competitive environment, human resources are a critical asset for enhancing organizational success, and HR 

practices are evolving from traditional methods to digital approaches. Amid this transformation, technology has 

streamlined many functions, yet the HR process remains fundamentally human, requiring both analytical precision and 

empathetic understanding. Artificial Intelligence can enhance the HR process by streamlining tasks, reducing bias, and 

supporting objective decision-making, while empathy ensures fair, ethical, and engaging interactions with employees and 

candidates. This study aims to explore the HR professionals' views on the balance between AI and empathy in HR 

practices. Using a structured questionnaire, data were collected from HR professionals to assess their perceptions of 

integrating AI and empathy. The findings highlight that in the HR process, neither AI nor empathy can fully replace the 

other, and balance is achieved when technology augments, rather than diminishes, the human dimension of HR. 

Keywords: Human Resource Management, Artificial Intelligence, Empathy, Ethical HR Practices, AI-Augmented HR 

Process 

 

Introduction   

Human resources (HR) play a crucial role in organizations by managing talent, promoting employee engagement, and 

improving overall effectiveness. Over time, Human Resource Management (HRM) has shifted from simple personnel 

management to a strategic function that includes workforce planning, performance management, and employee 

development, ensuring HR practices support organizational goals [2].  

In this evolving environment, Artificial Intelligence (AI) has become a game-changing tool in HRM. AI helps HR 

professionals by automating repetitive tasks, providing insights based on data, and improving fairness in processes like 

recruitment and performance evaluation [1]. AI boosts efficiency, accuracy, and scalability in HR, allowing professionals 

to focus on strategic priorities and complex human issues [6,8]. Furthermore, AI can personalize learning and development 

programs, track workforce trends, and predict skill gaps, enabling proactive HR actions. It is important to note that research 

shows AI alone cannot address the nuanced, relational side of HR, as it may overlook employee well-being, motivation, 

and ethical considerations [3,12]. Technology cannot fully capture the human elements of HRM. Empathy, or the ability 

to understand and respond to employees’ feelings and viewpoints, is crucial for building trust, promoting ethical practices, 

and maintaining positive workplace relationships [4]. Empathetic HR practices enable professionals to address employee 

concerns sensitively, boost engagement, and make fair, informed decisions [11,16].   
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Figure 1.  Evolution of HR Processes: AI and Empathy Integration 

To better show this dual evolution, Figure 1 outlines the growth of HR processes with AI and empathy. In recent years, 

these paths have converged into an integrated AI and empathy model that will shape the future of HR. AI has gradually 

transformed HR processes, starting with the early use of Human Resource Information Systems (HRIS) and payroll 

automation in the 2000s. The next decade saw more complex tools like Applicant Tracking Systems (ATS), HR chatbots, 

and predictive analytics introduced. In recent years, AI has further integrated into learning and development, performance 

management, and the emerging area of AI-supported empathy. Simultaneously, HR has focused more on empathy, 

beginning with personalized support and feedback, then moving to structured onboarding, employee wellbeing programs, 

and diversity, equity, and inclusion (DEI) initiatives. The recent emphasis on emotional intelligence and empathy training 

shows that HR recognizes the human aspect as vital for sustainable employee engagement. 

Research indicates that the most effective HR practices strike a balance between AI and empathy. When AI handles routine 

tasks and provides analytical insights, HR professionals can spend more time on human-centered interactions, ensuring 

ethical and relational aspects are considered [1,10]. This balanced approach allows organizations to utilize AI’s efficiency 

and accuracy while retaining the human touch essential for employee satisfaction and organizational culture [7,12,15]. 

Beyond technology, HR professionals can use AI insights to personalize employee experiences, enhance learning and 

development initiatives, and anticipate workforce needs, while empathy ensures these efforts resonate emotionally and 

ethically with employees. Ultimately, AI cannot replace empathy, while empathy alone cannot replace AI, and needs to 

be balanced in HRM . Recognizing this interdependence is central to building sustainable HR practices. By combining AI 

insights with empathetic practices, HR professionals can deliver both operational efficiency and human-centered 

experiences. This study investigates HR professionals’ views on this balance, aiming to understand the balance between 

AI and empathy. By exploring differences in perspectives based on career stage, the research seeks to uncover how 

experience shapes the perceived importance of AI, empathy, and their balance in HRM. 
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Review of Literature   

Recent research shows how AI and empathy work together in HRM. AI improves efficiency and decision-making. 

Empathy makes sure employee interactions are ethical and engaging. This Table 1 summarizes studies that highlight the 

need for balance between technology and the human aspect in HR practices. 

 

Citation No. Focus Area Key Findings Relevance to Your Study 

[1] AI+Empathy AI can simplify HR tasks, 

boost efficiency, and cut 

down on repetitive work. 

However, empathy is crucial 

for keeping employees 

engaged and satisfied. 

AI and empathy should work 

together in HR. 

[2] AI AI adoption improves HR 

efficiency, automates routine 

tasks, and supports decisions 

based on data. However, it 

may miss important human 

values and the well-being of 

employees. 

Supports the role of AI while 

emphasizing the need for a human 

touch.  

[3] AI AI speeds up decision-making 

in HR and makes it more 

accurate, but it cannot 

completely replace human 

judgment, interpersonal 

skills, or emotional 

understanding. 

Confirms that AI alone is 

insufficient in HR processes.  

[4] Empathy Empathy in interviews varies 

greatly from one interviewer 

to another. Human judgment 

plays a key role in this 

process. 

Highlights the importance of 

empathy in HR decisions.  

[5] AI+Empathy Employees value AI for its 

efficiency, but human 

empathy is still vital for well-

being, motivation, and 

engagement results. 

Supports AI and empathy, the 

balance is key.  

[6] AI Justice and fairness 

perceptions in selection are 

influenced by AI use. Human 

oversight helps ensure 

perceived fairness. 

States that AI requires human 

empathy for fairness.  

[7] AI+Empathy Ethical HR decisions need 

both AI tools and human 

judgment. This balance 

Emphasizes a balanced HR 

process with AI and empathy for 

ethical decisions.  
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ensures that automation and 

moral considerations work 

together. 

[8] AI Candidate attitudes and 

behaviors toward AI in hiring 

are influenced by how 

transparent the AI is and how 

it communicates. When AI 

use is unclear, trust decreases. 

Shows that AI adoption affects 

human experience, confirming the 

need for empathy.  

[9] AI+Empathy Human values and 

organizational ethics must 

steer AI adoption to avoid 

negative effects on employees 

and society. 

Supports that HR needs both AI 

and empathy to promote positive 

effects. 

[10] AI+Empathy Effective HR depends on 

teamwork between humans 

and AI. Neither can reach the 

best results on their own. 

Confirms that integrating AI and 

empathy is optimal.  

[11] AI+Empathy Emotional intelligence 

supports AI systems by 

helping to understand 

complex human behaviors 

and improve HR decision-

making. 

The role of empathy alongside AI 

improves decision making.  

[12] AI Ethical evaluation is crucial 

when using AI in people 

management. Lack of ethical 

oversight can cause negative 

results. 

Confirms that AI alone is not 

enough human ethics matter.  

[13] AI+Empathy AI should be designed 

responsibly. It should include 

human perspectives to 

improve employee experience 

and ensure fairness. 

Matches the balance of AI and 

empathy in your study.  

[14] AI+Empathy Emotional and social 

intelligence helps with AI 

integration in HR. This 

ensures smoother adoption 

and improves employee 

engagement. 

Supports combining AI with 

empathy in HR practices.  

[15] AI+Empathy HR effectiveness improves 

when AI supports human 

decision-making instead of 

replacing it. Collaboration 

Confirms that both AI and 

empathy are essential.  
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leads to the best results. 

[16] Empathy Emotional intelligence 

improves HR outcomes like 

conflict resolution, and 

employee satisfaction. 

Highlights the critical role of 

empathy in HR processes. 

 

Table 1. Summary of Empirical Findings 

A visual summary of the focus areas across the reviewed papers, along with the corresponding publication trends over 

recent years, is provided in Figure 1 and Figure 2, respectively. 

 

        
    Figure 2. Distribution of Papers by Focus Area                    Figure 3. Publication Trend of Papers  

 

Recent literature, Table 1 highlights the supportive roles of AI and empathy in HRM. Figures 2 and 3 show the distribution 

of papers by focus area and publication trends, respectively. Based on these insights, this study explores a balanced 

approach where AI improves HR processes without eliminating the human aspect. 

Methodology 

Research Design 

This study uses a cross-sectional research design to examine the connection between Artificial Intelligence (AI) and 

empathy in Human Resource (HR) practices. It also assesses how HR professionals view the integration of these two 

aspects in their workplace. 

 

Participants 

The sample included people working in various industries of the HR domain. A total of 55 participants filled out the 

questionnaire, and the participants were categorized into two groups: Early-career HR Professionals and Experienced HR 

Professionals, based on their years of work experience. The inclusion criteria consisted that the participants had to be 18 

years or older and currently employed in any HR field. The recruitment used purposive and snowball sampling, focusing 

on individuals with direct experience in HR practices. This helped ensure their relevance to the research goals.  

 

Measures 

A survey based exploratory questionnaire with 15 items was self-developed and was given to participants. The 

questionnaire aimed to measure the perception of balance between AI and empathy in HR practices. It focused on three 

key areas: AI in HR practices, empathy in HR practices, and the combination of both AI and empathy in HR practices. 

Each question contained multiple choice options, and participants rated their answers based on their views. 

 

Procedure 

The questionnaire was distributed with respondents through social media platforms. Informed consent was obtained from 

all participants. The participants' response was anonymously. All were unpaid volunteers and faced no penalty if they 

chose to leave the study. 
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Analysis 

To validate the findings of this study, a detailed analysis of survey data collected from HR professionals across different 

industries was analyzed and visualized using Python, Jamovi, and Excel. This analysis examines the participants’ 

demographics, their views on AI and empathy in HR practices, and the connections between these factors. We used 

descriptive, visual, and inferential statistical methods to meet the study's goals. Together, these analyses offer evidence 

supporting the balanced use of AI and empathy in HR, showing that both are important for effective HR practices. 

 

Research Hypothesis: 

Null Hypothesis (H₀): There is no balance between AI and empathy in HR practices. Their integration is not preferred by 

HR professionals for effective outcomes. 

Alternative Hypothesis (H₁): There is a balance between AI and empathy in HR practices. Their integration is preferred 

by HR professionals for effective HR outcomes. 

 

The aim is to find out if balancing AI and empathy can really improve HR outcomes. This question is explored through 

the following analysis. 

Grouping Rationale: Experience based split 

To explore how the years of experience shapes views on AI and empathy in HR practices, the dataset was divided based 

on years of work experience. The participants fall into two groups:   

 

● Early-Career HR Professionals (<3 years): Generally rely more on structured processes and tools like 

AI to improve speed, objectivity, and consistency.   

● Experienced HR Professionals (>3 years): Have more exposure to complicated human situations and 

prioritize empathy to promote fairness, trust, and thoughtful decision-making.   

This division helps to understand how work experience influences the perceived value of AI and empathy in HR, without 

suggesting that one approach is better than the other.  

Demographic Analysis of Career Stages 

The career stage distribution shows the composition of HR professionals in this study. It divides them into early-career 

and experienced groups. This helps us understand how experience affects opinions on AI and empathy in HR. To illustrate 

this distribution clearly, we also provided a graphical representation using a pie chart. 

 
Figure 4. Distribution of HR Professionals by Career Stage 
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Figure 4 shows that 50.9% (28 participants) are early-career and 49.1% (27 participants) are experienced. This ensures 

balanced representation, and it enables meaningful comparisons of perceptions between the two groups without bias from 

unequal sampling. 

 

 

Perception Analysis by Experience Level 

Perception analysis helps us see how HR professionals view AI and empathy in HR practices. It shows the differences 

between early-career and experienced professionals regarding AI's role, the importance of empathy, and how to balance 

technology with human judgment for better HR results. Table 2 presents the survey results. The analysis below illustrates 

these views across the two career stages. 

 

Questions Early-career Experienced 

AI reshapes HR experience 38% 46% 

AI improves fairness  44% 49% 

AI fosters empathy 44% 40% 

Empathy survives AI 46% 42% 

HR empathy continues 40% 42% 

AI enhances HR openness 40% 33% 

AI Empathy Balance 20% 18% 

AI for task Empathy for engagement 49% 44% 

Table 2. Perceptions of AI and Empathy in HR by Career Stage 

The results and questions presented in the table are based on responses collected through a structured questionnaire. 

Analysis: 

● Perception on AI: HR professionals see AI as having a big impact on changing HR processes and 

improving fairness. This view comes from their use of structured tools and technology.   

● Perception on Empathy: HR professionals value empathy in HR a bit more. They highlight its essential 

role in ensuring fairness, trust, and ethical choices.   

Perception on Balance: Both groups agree that AI and empathy should be balanced. They suggest that the best HR results 

happen when technology supports human judgment instead of replacing it. 

Priority Matrix: Distribution of AI–Empathy Perspectives 

The priority matrix sorts HR professionals by their focus on AI and empathy. It displays how various career stages manage 

technology alongside human sensitivity. Participants' responses fall into four quadrants based on median scores, labeling 

each dimension as “high” or “low.” The four categories are: 
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● High AI, High Empathy: Support for both technology and human sensitivity. 

● High AI, Low Empathy: Focus on efficiency over human connection. 

● Low AI, High Empathy: Emphasis on human-centered approaches. 

● Low AI, Low Empathy: Minimal focus on both AI and empathy. 

This categorization helps us see how HR professionals at various career stages manage AI and empathy in their work 

environment. Below, we have attached a table to present these results clearly. 

Career Stage High AI/ 

High Emp 

High AI/ Low 

Emp 

Low AI/ High 

Emp 

Low AI/ Low 

Emp 

Total 

Early-career 13(46%) 2(7%) 5(18%) 8(29%) 28(100%) 

Experienced 11(41%) 1(4%) 6(22%) 9(33%) 27(100%) 

Total 24(44%) 3(5%) 11(20%) 17(31%) 55(100%) 

Table 3. Priority Matrix of AI–Empathy levels by Career Stage 

The Table 3 shows that most HR professionals, both early-career 13 (46%) and experienced 11 (41%), fall into the High 

AI/ High Empathy category. This indicates a strong belief that technology and human sensitivity should work together in 

HR practices. It suggests that using AI for efficiency and empathy for fairness is widely considered the best approach. 

Correlation Analysis: Relationship Between AI and Empathy 

Correlation analysis helps to find out if two variables move together and to what extent. To explore the connection between 

perceptions of AI and empathy in HR practices, we conducted a Pearson’s correlation test. In this study, we aimed to see 

if higher scores on AI perceptions relate to higher or lower scores on empathy perceptions. This shows whether HR 

professionals who appreciate AI also tend to value empathy, or if the two are seen as opposing factors. Below, we have 

attached a table to present these results clearly. 

 

  AI Score Empathy Score 

AI Score Pearson’s r 

df 

p- value 

 

- 

0.607 

53 

< 0.001 

Empathy Score Pearson’s r 

df 

p- value 

0.607 

53 

< 0.001 

 

- 

Table 4. Pearson’s Correlation Between AI and Empathy Scores 

The Table 4 reveals a statistically significant positive correlation between AI and empathy scores (r = 0.607, df = 53, p < 

0.001). This indicates that HR professionals who appreciate AI also tend to appreciate empathy. This highlights that the 

two are not opposing forces; instead, they are complementary aspects of effective HR practices.  
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Statistical testing  

Independent Samples t-Test: Comparison by Career Stage 

An independent sample t-test was conducted to examine whether career stage influences AI scores and empathy scores in 

HR practices. The aim was to see if years of experience significantly shape opinions on the role of AI and empathy in HR.  

Research hypothesis: 

Null Hypothesis (H₀): There is no significant difference in AI and empathy between early-career and experienced HR 

professionals. 

Alternative Hypothesis (H₁): There is a significant difference in AI and empathy between early-career and experienced 

HR professionals. 

  Statistics df p value Mean 

difference 

AI Student’s t 0.300 53.0 0.766 0.228 

Empathy Student’s t 0.696 53.0 0.489 0.484 

Note. * p < .05, ** p < .01, *** p < .001 

Table 5. Independent Samples t-Test Results for AI and Empathy Scores by Career Stage 

Violin plots were used to show the full distribution of scores for each group. This method allows us to visually assess both 

the central tendency and the shape of the data distribution, which supports the t-test results. 

 

Figure 5. Violin Plots with t-Test Results for AI and Empathy Scores by Career Stage 

The Table 5 reveals no significant difference between early-career and experienced HR professionals in their views on AI 

(t(53) = 0.300, p = 0.766) and empathy (t(53) = 0.696, p = 0.489). The mean differences (AI = 0.228; Empathy = 0.484) 

were small and not significant at levels below 0.05. This indicates that, regardless of career stage, HR professionals have 

similar opinions on the need to balance AI and empathy in HR practices. It suggests that HR professionals understand that 

successful HR depends on both technology (AI) and human qualities (empathy). Figure 5 for AI and empathy scores show 

similar distributions and medians for both early-career and experienced groups. This visually supports the lack of 

significant difference reported by the t-tests. 
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Results 

This analysis looked into how AI and empathy are balanced in HR practices among early-career and experienced 

professionals. The findings indicate that HR professionals tend to favor AI for efficiency and fairness, and focus on 

empathy to build trust and make ethical decisions. However, both groups strongly agree that effective HR relies on a 

balance between the two. The priority matrix showed that most participants fall into the High AI, High Empathy quadrant 

regardless of their experience level. Correlation analysis confirmed a strong positive link between AI and empathy, 

demonstrating that they complement each other instead of working against one another. Additionally, the t-test indicated 

no significant differences, suggesting that HR professionals at all career stages understand the importance of integrating 

AI and empathy for effective and fair HR practices. Our analyses provided evidence that combining AI and empathy is 

preferred and crucial for achieving excellence in HR. Thus, balancing AI and empathy in HR practices leads to meaningful 

improvements in HR outcomes.  

Discussion 

This research aimed to explore how AI and empathy work together in HR processes across career stages, and to see if the 

efficiency and objectivity provided by AI could be balanced with the relational and emotional sides of HR practices. Our 

findings support earlier studies that show combining AI and empathy improves both efficiency and employee well-being 

[1,5]. This study challenges the idea that using AI necessarily diminishes the human aspect in HR, and instead suggests 

that AI enables HR professionals to concentrate more on ethical choices [6,11] and people-focused interactions [9,10]. 

Building on this, we examined HR professionals’ views on how AI and empathy coexist and are balanced within 

organizations.  

This reflects a wider trend in HR, which has gradually shifted from being mainly administrative to taking on more strategic 

and people-centered roles [2]. This change provided a foundation for AI adoption, which offers greater objectivity and 

consistency but also raises concerns about fairness, inclusivity, and emotional connection [13]. Importantly, our findings 

highlight that empathy should be seen as a crucial principle in AI design and use, not just an optional addition to HR 

practices.  

The implications of this work are, it adds to the growing conversation on human-centered AI by reinforcing that empathy 

does not conflict with efficiency; rather, it enhances it, promoting fairness, inclusivity, and psychological safety in the 

workplace. It also suggests that HR leaders should use both AI and empathetic skills efficiently, where AI handles 

structured, repetitive, and data-driven tasks, while human professionals focus on nuanced, complex, and relational aspects 

of HR. This hybrid approach aligns with existing calls to balance automation with empathy in managing employee 

experiences [1]. Organizations should see AI as a tool to support empathy rather than replace it. Furthermore, the 

preference shown by professionals for both AI and empathy at different career stages indicates a common understanding 

that sustainable HR practices need a blend of technological efficiency and human empathy. 

Limitations  

 

This study has limitations, despite the valuable insights. First, the sample size was relatively small which limits how well 

the findings can apply to different industries and areas. Second, the study relied on self-reported data collected through a 

questionnaire, which may be affected by social desirability bias or personal views instead of actual HR practices. Third, 

the cross-sectional design only captures perceptions at one moment, which makes it hard to understand how experience 

affects attitudes toward AI and empathy. Fourth, the study did not consider other factors like organizational size and 

culture. These factors may shape HR professionals' views in different ways. Future research should address the limitations 

of this study to improve understanding of the balance between AI and empathy and its effectiveness in HR practices.  
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Conclusion 

AI is a strong tool for improving efficiency, and objectivity, empathy remains crucial for ensuring trust, and ethical 

engagement in the workplace. In today’s competitive climate, organizations cannot rely on technology alone. The human 

and relational aspects of HR are essential for sustainable practices. This investigation shows that AI and empathy cannot 

replace each other in the HR process. When combined together thoughtfully, they create a balanced approach that 

streamlines processes while also supporting employee well-being, engagement, and inclusion.  

This combination of AI and empathy helps organizations increase HR effectiveness by generating outcomes that are 

operationally sound and focused on people, and not from one dominating the other. By embracing this balance, HR 

professionals can ensure that technological advancements enhance the human aspect of work instead of diminishing it. 

This approach leads to sustainable HR practices where organizations achieve their goals without sacrificing ethical 

responsibility or the quality of employee experiences. Integrating analytical precision with empathetic understanding is 

vital for the future of HR. It reinforces that successful outcomes are achieved not through replacement, but through 

collaboration between human values and technological innovation. Therefore, AI cannot replace empathy, while empathy 

alone cannot replace AI, and needs to be balanced in HRM. 
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