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Abstract: 

 

This study contributes to AI-based human resource (HR) strategies that aim to achieve workforce sustainability and 

support the retention of IT professionals. As IT sectors struggle with highly reduced turnover and an unstable demand 

for skills, they are adopting AI technologies, such as predictive analytics and personalized engagement tools, to assess 

and mitigate turnover risk and are highly concentrated on retention strategies. The study uses a mixed approach that 

includes quantitative analysis of retention data, as well as qualitative analysis from IT staff and HR leaders. The study 

also identifies specific AI-driven enhancements to HR practices to build stable, adaptive, and engaged IT workforces. 

It also explores ethical issues associated with AI in HR, as well as guidance on how to adopt AI responsibly to enhance 

workplace sustainability and sustain employee retention over time. 

The purpose of this study is to understand how AI-powered HR strategies can help IT companies better manage their 

workforce and retain employees. It focuses on finding the key AI tools that can predict when employees start to feel 

like leaving. 

This study analyzes AI's role in managing and retaining IT employees by examining turnover and productivity data 

over a long period, along with interviews with HR managers and IT staff. This study finds that predictive analytics 

help identify employees at risk of leaving early, while personalized learning and workload management enhance 

satisfaction and retention. The study concludes that transparent and fair AI use, especially regarding privacy, builds 

trust, but organizations must adopt an AI-adoption culture and address bias to succeed. It relates AI-enabled 

HR with sustainable workforce optimization, and both recognize HR as a strategic function in IT. 
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INTRODUCTION: 

The current business environment, influenced by a swiftly evolving technological landscape and shifting workforce 

dynamics, compels organizations to revamp their human resource practices to focus on workforce sustainability and the 

retention of skilled professionals, such as IT workers (Ayanponle et al., 2022). The application of AI tools and 

processes within human resource functions is a transformative opportunity to support these pressing problems by 

transforming talent acquisition, development, and retention (Saxena, 2020). AI 

is a revolutionary force, and it has disrupted many industries, and it has great potential for disrupting human resource 

practices (George & Thomas, 2019). AI can disrupt the HR function because it has the potential to automate, enhance, 

and make decisions based on data, and increase efficiency (Prasad, 2024). 

While AI has been entrenched in many sectors, it has not yet been maximized in the HR function, where HR has often 

relegated itself to an assistant role (Fernández-Martínez & Fernández, 2020). Recently, it has been shown that AI has 
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the potential to do more than assist, but to be a strategic partner in co-creating and co-experiencing humans and 

technology working together, enhancing human function at a lower cost (Ibrahim et al., 2025). AI is able to take on 

analysis duty and assess performance data, then incorporate more data than a human can, making recommendations 

that are more considerate by resolving more than a single human could, and ultimately provide an advantage in talent 

management with the potential for competitive advantage (Chen, 2023). 

The arrival of AI technology is a game-changer in how organizations operate, increasing HR functions such as 

recruitment, employee evaluation, and selecting employees for promotion more efficiently (Islam, 2024). In the context 

of sustainable human resource management, promoting organizational viability for the long term by aligning 

sustainability in HR practices to achieve larger world goals (Jia & Hou, 2024). Over the last twenty years, processes in 

human resource management have altered substantially because of market and technology pressures, which have made 

them increasingly cross-functional and data-driven (Fenwick et al., 2024). 

The emergence of artificial intelligence represents another shift, which has dramatically altered how organizations 

view the role of human resources professionals (Fenwick et al., 2024). This goes beyond simply automating certain HR 

functions; AI provides the power to analyze large datasets that can entirely reshape the landscape of HR, including 

recruitment, performance management, and workforce planning, with accuracy and efficiency (Taslim et al., 2025). 

For instance, AI can quickly design customized training programs to personalize programs based on big-data analytics 

in real time, so employees have access to immediate training opportunities that identify skill development/skill gap 

solutions that will encourage continuous development (Meharunisa et al., 2024). 

Additionally, AI can advance beyond the aforementioned examples by making decisions in real time by using per-

installed algorithms and data analysis, which thereby allows AI to learn from experience, detect pattern associations, 

adapt its behaviour, and provide more refined responses in challenging HR situations, while also permitting 

more ethical human resource decision-making (Rodgers et al., 2022). AI's extensive analytical capability, combined 

with adaptive learning technologies, creates a unique opportunity for organizations to anticipate employee needs and 

model retention strategies to retain employees, particularly in competitive sectors such as information technology. AI 

is more than automation. 

The utilization of AI not only supports understanding employees and identifying operational opportunities, but its 

application can offer unique interventions to enhance workforce sustainability (Kalra, 2020). This paper will explore 

the potential opportunities for AI to enhance workforce sustainability and employee retention, particularly for 

professionals in the field of information technology. The key focus will be on AI-driven interventions that will 

alleviate workplace challenges faced by HR professionals. Examples of employee challenges that may be analyzed will 

be employee well-being/fitness, job security, and equity/transparency concerns as organizations expand their 

integration of AI into the workplace (Sadeghi, 2024). 

The paper will also consider the strategic and human employment of Human Resource Management (HRM) 

concerning aligning technology with human needs within the context of AI-focused ecosystems (Fenwick et al., 2024). 

Lastly, it will provide a thoughtful account of the changing roles of HRM professionals in creating a collaborative 

ecosystem whereby humans and machines have the opportunity to augment one another, thus providing a sound 

approach to equitable and effective use of AI by organizations (Fenwick et al., 2024). 

This research will thoroughly explore the benefits and risks associated with AI in HR, including algorithmic bias and 

data privacy (Faqihi & Miah, 2022; Sucipto, 2024). This study aims to conduct a systematic review of the literature on 

AI-enabled HR strategies and synthesize the evidence on their effectiveness in promoting workforce sustainability and 

IT professionals' retention, while also addressing ethical issues (Taslim et al., 2025). 
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Review of literature: 

Role of AI in HRM: 

 

The role of AI in HRM has been gradually increasing, reshaping the HR processes carried out in most of the key areas 

of HRM. Large data on the organization's activities, workforce AI has been increasingly integrated into various 

operational HR procedures. This integration aims to strengthen sustainable business frameworks (Votto et al., 

2021). Advanced applications of AI offer new possibilities and approaches to employee management, encouraging 

better performance by employees and organizations and delivering opportunities to manage employees' performance in 

new ways (Khaled et al., 2023; Hemalatha et al., 2021). In the future, AI-based training technic will enable 

organizations to become knowledge-driven entities that cater to specific learning needs, providing ongoing training and 

enhancing the quality of instruction (Chen, 2022). The significant increase in AI applications with HRM is, in large 

part, due to the use of AI to add value to the employee, customer, and organization (Chowdhury et al., 2023). 

AI-oriented HR strategies are transforming the way organizations leverage and retain talent in the information 

technology (IT) sector. AI-based solutions help create a more efficient recruitment process and aid in screening 

applicants, thereby eliminating potential lengthy recruitment periods (Dr. S. Jyothirmaye Reddy et al., 2025). 

AI's growth in HR has increased efficiency and improved employee-centric strategies, and efficiency by diving into the 

processes of applicant tracking systems (ATS) and utilizing data analytics for improved hiring practices (Katarina 

Milošević & Ivana Katić, 2025). AI-based approaches for Talent Management optimization include personalized 

learning plans, AI-learning knowledge-enabled performance management, and diversity and inclusion programs (Dr 

Sundarapandiyan Natarajan et al., 2024). AI implementations can provide great value; however, organizations must 

consider the consequences of using AI and improve their current practices that can result in unethical behavior or bias 

(Dr. S. Jyothirmaye Reddy et al., 2025; Katarina Milošević & Ivana Katić, 2025). 

AI-assisted HR strategies have considerable benefits when compared to traditional methods for retaining IT 

employees. AI methods improve all different HR activities such as recruitment, performance management, and 

employee engagement, which lead to efficiencies, accuracy, and employee satisfaction (Prabu Manoharan, 2024). 

Hiring, training, pay, and team fit, all applications of AI that are a great improvement for employee engagement and 

retention, and this relationship is better moderated by AI because of workload reductions (Gayathiri G, 2025). 

AI systems in hiring help attract candidates by assisting in hiring processes with automated résumé evaluation and 

candidate search methods, and personalized learning experiences or predictive turnover allow talent to learn or develop 

necessary skills in the organization (Abdumalik M. Kadirov et al.,2024). 

In contemporary talent management, AI solutions often feature predictive analytics, personalized learning programs, 

and AI-based performance management (Dr. Sundarapandiyan Natarajan et al., 2024). However, using AI in HR 

without accounting for key ethical principles such as data privacy and algorithmic bias is untenable (Prabu Manoharan, 

2024; Abdumalik M. Kadirov et al., 2024). 

AI-enabled HR practices have a huge potential to influence employee experiences if executed properly. Utilized 

adequately, AI-enabled HR practices have enormous capability to shape employee experiences. Research suggests that 

AI-enhanced HR has the power to drastically support both the hiring process as well as help retain talent. Recruiting 

capabilities with AI can be an automated way of enhancing key parts of the process, such as sourcing candidates, 

managing and monitoring an applicant list, and scheduling interviews (Milošević & Katić, 2025). Also, the tools and 

technologies leveraging predictive analytics, AI chatbots, and machine learning algorithms streamline candidate 

screening, reduce time to hire, and enable a more personalized recruitment process (Reddy et al., 2025). 

AI in employment processes adds a strategic benefit in employee development and retention, providing turnover 

prediction, proactively employing retention strategies, and launching targeted intervention efforts (Reddy et al., 2025; 

Natarajan et al., 2024). Additionally, AI allows organizations to make data-driven decisions to improve employee 

performance and positively shape and streamline workforce management operational processes (Ayanponle et al., 

2022) 

 

 

https://www.sciencedirect.com/topics/computer-science/artificial-intelligence
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Conceptual framework: 

 

 

In this research conceptual framework is used to analyse how AI enables HR strategies like Talent Acquisition, 

performance management, and employee well-being, leading to enhanced workforce sustainability, which improves 

employee retention. 

 

AI -Talent acquisition: 

Artificial Intelligence (AI) is a fast-changing talent acquisition and retention tool in Human Resource Management. 

AI-enabled products improve recruitment systems, screening candidates, and length of time to hire, and reduce bias 

(Dr. S. Jyothirmaye Reddy1 et al., 2025; G. C. Setyawan et al., 2024). Technologies such as Machine Learning, 

Natural Language Processing, and Predictive Analytics allow organizations to enhance HR processes, which increase 

organizational efficiency for their organizations (Abdumalik M. Kadirov et al., 2024). Role in AI applications in HR 

allows personalization of employee learning, performance management optimization from predictive decision making, 

on the likelihood somebody will turnover, along with initiatives to promote engagement and stabilize workforces (Dr. 

S. Jyothirmaye Reddy1 et al., 2025; Abdumalik M. Kadirov et al., 2024). There are benefits of AI products to an 

individual organization, but there are also various challenges with current AI projects, like managing the human touch 

with the digital consumer aspect of AI products, developing the technical skills for the HR professional, and privacy 

(Sarah Mardhiah Selamat et al., 2024). AI systems in hiring help attract candidates by assisting in hiring processes with 

automated résumé evaluation and candidate search methods, and personalized learning experiences or predictive 

turnover allow talent to learn or develop necessary skills in the organization (Abdumalik M. Kadirov et al.,2024). In 

modern-day talent management, AI solutions will often have predictive analytics, personalized learning pathways for 

employees, and AI-based performance management (Dr. Sundarapandiyan Natarajan et al., 2024). Yet, it is impossible 

to use AI in HR without considering important ethical principles such as data privacy and algorithmic bias (Prabu 

Manoharan, 2024; Abdumalik M. Kadirov et al., 2024). If used properly, there is huge potential for AI-enhanced HR 

practices to transform employee experiences. Research suggests that AI-enhanced HR has the power to drastically 

support both the hiring process as well as help retain talent. With artificial intelligence specifically, recruitment 

capabilities can facilitate key areas of this process, such as sourcing candidates, managing applicant lists, and 

maintaining interview schedules (Milošević & Katić, 2025). Overall, AI technology significantly influences efficient, 

effective staff acquisition and retention processes with significant insights for those organizations wishing to build 

competitive, future-thinking human resources systems (G. C. Setyawan et al., 2024; Dr. S. Jyothirmaye Reddy et al., 

2025). 

 

AI - Performance management: 

The transformation of Human Resource Management (HRM) through Artificial Intelligence (AI) and how HRMS 

processes are evolving talent acquisition, development, and retention, as organizational strategies become better 

(HRM or management, Kadirov et al., 2024; Venugopal 



                           International Scientific Journal of Engineering and Management (ISJEM)                              ISSN: 2583-6129 
                                  Special Edition: Volume: 04 ESEH – 2025                                                                     DOI: 10.55041/ISJEM.ESEH038                                                                                                                                         
                                  An International Scholarly || Multidisciplinary || Open Access || Indexing in all major Database & Metadata        
 

© 2025, ISJEM (All Rights Reserved)     | www.isjem.com                                                                            |        Page 245 
 

et al., 2024). AI tools have evolved HRMS processes such as recruitment, automated resume screening, and advanced 

candidate searching abilities (Kadirov et al., 2024; Venugopal et al., 2024). Through performance management, AI 

allows better real-time calculations, objective assessments, and better support for personalized learning content and 

employee development (Kadirov et al., 2024; Siluvainathan et al., 2024), while AI supports retention through 

predictive analytics and engagement platforms that have provided normalized turnover rates and sustainable 

workplaces (Kadirov et al., 2024; Paigude et al., 2023). There continue to be challenges with AI, including algorithm 

bias and associated privacy risks, requiring AI development to implement strong governance frameworks to address 

ethical considerations (Venugopal et al., 2024; Paigude et al., 2023), but they (AI) support HRM in advancing the 

profession from a reactive function to a proactive data-driven partner, supported by a strategy to help organizations 

when making decisions to support sustainable strategies as a pathway to longer-term growth (Venugopal et al., 2024; 

Siluvainathan et al., 2024). In terms of performance management, research has shown that sustainable HRM practices 

using AI have a positive impact on other firms' employees' engagement and performance, particularly for 

conscientious employees (Jia & Hou, 2024). As for the future of the institution, AI-enabled HR analytics will improve 

the management of the workforce to optimize organizational outcomes through predictive analytics that will improve 

data-driven decisions, talent management, and talent retention through data-driven decision-making (Ayanponle et al. 

2022). Even if AI can enhance performance management in organizations, it should consider ethical considerations and 

sustainable practices in an organization's HR processes. Organizations should have appropriate planning of the 

strategic implementation of AI based on their organization's objectives, maintain data quality, present transparency 

when managing HCM systems, and provide ethical practice in their implementation of AI into their HR Management 

processes (Ayanponle et al. 2022). 

 

AI - employee well-being: 

Recent studies emphasize the significance of artificial intelligence (AI) to enhance employee well-being and retention 

and that AI techniques will improve employee well-being practices, increasing organizational commitment and 

retention (Dr. V. Shanthi & Annie Sam, 2021; K. Anitha & V. Shanthi, 2020). AI applications in HRM include 

predictive analytics to identify key talents, natural language processing, chatbots that reduce human interaction to 

address employee monitoring, talent management, and employee development (S. Paigude et al., 2023). For an 

accurate assessment of AI, employee perceptions and perspectives regarding minor enhancements of processes, job 

security, fairness, and privacy must be taken into account by Human Resource Management (Sadeghi, 2024). 

Importantly, the purpose of adding AI to Human Resource Management is to supplement and assist employee well-

being, and successful AI implementation requires a balanced approach that complements employee well-being, 

human-AI collaboration, ethical application of AI, and transparency in Human Resource Management (Sadeghi, 

2024). Strategies to mitigate the negative impacts of AI and facilitate positive outcomes include communicating 

potential changes, reskilling or upskilling employees, and engaging employees in AI implementation (Sadeghi, 

2024). However, consideration of informed implementation plans of AI to avoid the concomitant risks of job loss, 

ηuumeracy, skills obsolescence, and/or skill erosion will remain critical (Suresh Pavuluri et al., 2024). Broadly 

speaking, AI does supply Human Resource professionals with considerable benefits to enhance employee retention and 

engagement. Artificial intelligence (AI) has a pathway to improving workforce sustainability and employee well-being 

in contextual settings of healthcare, as it pertains to reducing administrative workload and enhancing the feasibility of 

work-life satisfaction (Suresh Pavuluri et al., 2024; Weiwei Huo et al, 2023; Sadeghi, 2024). 

 

AI -HR strategy enhances workforce sustainability to employee retention: 

AI is changing the way that HR functions and is pushing organizations to take a different approach that provides 

greater efficiency and experience for employees. AI is reshaping the way human resources (HR) manages, recruits, 

develops, and retains its talent (Nishar, 2023; Natarajan et al., 2024). AI-based tools inform decision-making activities 

so that the efficiencies of HRM are maximized, and unconscious bias is minimized in relation to recruiting and 

managing performance (Natarajan et al., 2024). Organizations are attempting to respond with evidence-based HR 

practice that considers workforce sustainability and well-being (Essien et al., 2025). Strategies can include programs to 

help prevent burnout, AI- and analytics-driven HR decision-making, fair and transparent compensation systems, and 
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leadership practices that stress empathy (Essien et al., 2025). When organizations adopt a framework that recognizes 

employee well-being and retention as an organizational priority and strategic outcome, they develop a human capital 

framework for their organization to support planned and sustained delivery of their mission. This becomes 

increasingly more valuable in today’s workforce context, where work environments can quickly shift due to 

uncertainty and rapidly changing environmental factors (Essien et al., 2025; Natarajan et al., 2024). 

These strategies can include comprehensive burnout prevention programs; AI- and analytics-driven HR decision-

making; fair and transparent compensation systems; and empathetic leadership practices (Essien et al., 2025). By 

institutionalizing well-being and retention as a major in an organizational strategy, organizations can plan for their 

workforce and keep mission continuity in an increasingly unpredictable labor environment (Essien et al., 2025; 

Natarajan et al., 2024). 

 

Discussion: 

This research has emerged as a transformative approach to addressing workforce sustainability challenges in the IT 

sector. This aspect of AI in HR—focused on talent acquisition, learning and development, performance Management, 

employee wellbeing, and IT-- as a data-driven and proactive approach to managing talent now offers organizations 

new avenues through which to utilize AI more holistically. The traditional IT challenges of high turnover, work-related 

stress, and skill obsolescence can be addressed by balancing the harvesting of technological efficiencies with the well-

being of employees. AI can complement this process by providing tailored learning pathways, smart scheduling, 

sentiment analysis, and predictive analytics for more efficient forecasting of workforce needs, and reinforces 

processes for enhancing employee retention and agency, and therefore increased organizational resilience. 

AI tools can improve decision-making processes, reduce or eliminate bias in recruitment, and proactively identify areas 

of trends and even limits of capacity within departments and organizations more broadly. Concerns remain about over-

reliance on automation and operational efficiencies, data privacy, and losing “the human element” within HR. The 

balance between useful AI-driven insights to shape HR decision-making and empathetic - human-centered HR 

function remains constant, and perhaps the largest wrinkle is in how organizational culture, leader influence, and 

employee trust will shape the HR function and practices of AI-enabled HR strategies. In the Indian IT context, for 

example, organizational cultures that look like (often juxtaposed with) bright diversity, and the backdrop of evolving 

technology, we must work carefully to contextualize how AI-enabled HR strategies help connect organizational 

objectives while meeting the expectations of the employee. 

 

Practical Implications, future direction, and limitations 

Practical implications of this research are that the use of AI tools will also make HR function more efficiently they 

focus more on strategies, employee development. While this AI adoption allows AI strategies to operate more 

sustainably by reducing turnover costs, maximizing training costs, and improving employee engagement, thus achieve 

long-term competitive advantage as organizations will be able to make data-driven decisions about their workforce. 

Additionally, Personalization will allow employees to take charge of their career development, upskill on demand, and 

create a work-life balance. AI personalization can take the form of AI-assisted scheduling and AI monitoring for digital 

wellness to combat burnout, improve wellness, and increase employee satisfaction. As AI establishes its place in the 

HR function, policymakers and regulators will need to establish an ethical framework and create labour policy 

regarding data privacy, algorithmic fairness, and employee rights to use technology responsibly that does not come at 

the expense of employee well-being. 

Future research should consider hybrid models of AI decision making and human empathy to allow for having HR 

practices to use efficiency with emotional intelligence and socio-emotional aspects included. Issues related to 

workforce sustainability differ based on geography; therefore, comparative studies will help illustrate how AI-enabled 

HR strategies differ across various organizational and cultural constructs. To explore AI-enabled practices to monitor, 

predict, and support employee mental well-being and resilience in environments like the IT sector or high-

pressure working conditions, while still remaining private and confidential, is needed. To adopt AI towards HR to 

develop environment-friendly HR practices; to support issues like remote work policy and responses to reduce carbon 

footprint as sustainable workforce management. Further research to explore this type of work must focus on how to 
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develop educational opportunities for transparent and explainable AI systems for human resource management that are 

focused on fairness, accountability, inclusivity, and accessibility. 

The limitation of this research to focuses only on IT professionals, not generalized to other sectors that may provide 

different perspectives on work dynamics, work culture adopt various levels of AI. In this revolution, fast changes in the 

conceptual propositions presented may lose their relevance in the future, which means the framework may require 

ongoing updates and revisions to remain consistent with advancing technologies and the HR field. These are key issues 

that could shape the success of the adoption of AI, but are not to be considered in this conceptual model. Another of 

the limitations to mention is the heavy reliance on secondary data and other literature, which may have some biases and 

gaps, or inconsistencies in previous research. Finally, whilst the analysis offers relevant theoretical contributions, it 

does not consider what other practical obstacles organizations may encounter in the way of AI-enabled HR strategies; 

this includes infrastructure costs, employee resistance, data privacy issues, and reskilling. These limitations stress the 

need for future empirical research that can confirm, clarify. 

 

Conclusion: 

AI-enabled HR approaches are a fantastic way to create sustainability and retention of workforce in the IT landscape. 

Utilizing AI for hiring practices, training, and wellness opportunities can lead organizations to decrease turnover, 

increase overall satisfaction, and maintain relevance in their industry. After all, the human element matters, and AI 

should serve to assist human HR managers and not to replace them. Future research should consider finding out the 

ethical dimensions of the usage, longevity outcomes, and usage in other sectors to ensure it is a sustainable, inclusive, 

employee-centric solution. 

 

Reference: 

● A.M. Votto, R., Valecha, P., & Najafirad, H.R. (2021). Artificial intelligence in tactical human resource 

management: A systematic literature review. International Journal of InformationManagementDataInsights,1(2),1–

15.https://doi.org/10.1016/j.jjimei.2021.100 047 

 

● Anitha, K., Shanthi, V., & Sam, A. (2021). Impact of Artificial Intelligence Techniques on Employee Well-

being for Employee Retention. International Journal of Engineering Research & Technology (IJERT), 9(5). 

https://doi.org/10.17577/IJERTCONV9IS05072 

 

● Ayanponle, L., Okatta, C. G., & Ajiga, D. (2022). AI-powered HR analytics: Transforming workforce 

optimization and decision-making. International Journal of 

Science and Research Archive, 5(2),338–346.https://doi.org/10.30574/ijsra.2022.5.2.0057 

 

● Chen, Z. (2023). Ethics and discrimination in artificial intelligence-enabled recruitment 

practices.HumanitiesandSocialSciencesCommunications,10,567.https://doi.org/10.1057/s 41599-023-02079-x 

● Chowdhury, S., Dey, P., Joel-Edgar, S., Bhattacharya, S., Rodriguez-Espindola, O., Abadie, A., & Truong, L. 

(2023). Unlocking the value of artificial intelligence in human resource management through AI capability framework. 

Human Resource Management Review, 33(1), 100899. https://doi.org/10.1016/J.HRMR.2022.100899 

 

● Essien, N., Nakato, J., Diala, A., & Okafor, G. (2025). Toward sustainable human 

resource systems: Evidence-based strategies for workforce retention and well-being in 

U.S. social impact organizations. International Journal of Applied Research in Social Sciences, 7, 389–400. 

https://doi.org/10.51594/ijarss.v7i5.1915 

 

● Faqihi, A., & Miah, S. J. (2022). Designing an AI-driven talent intelligence solution: Exploring big 

datatoextendtheTOEframework.https://doi.org/10.48550/arXiv.2207.12052 

https://doi.org/10.30574/ijsra.2022.5.2.0057
https://doi.org/10.1057/s41599-023-02079-x
https://doi.org/10.1057/s41599-023-02079-x
https://doi.org/10.48550/arXiv.2207.12052


                           International Scientific Journal of Engineering and Management (ISJEM)                              ISSN: 2583-6129 
                                  Special Edition: Volume: 04 ESEH – 2025                                                                     DOI: 10.55041/ISJEM.ESEH038                                                                                                                                         
                                  An International Scholarly || Multidisciplinary || Open Access || Indexing in all major Database & Metadata        
 

© 2025, ISJEM (All Rights Reserved)     | www.isjem.com                                                                            |        Page 248 
 

 

● Fernández-Martínez, C., & Fernández, A. (2020). AI and recruiting software: Ethical and legal implications. 

Paladyn, Journal of Behavioral Robotics, 11(1), 199–216. https://doi.org/10.1515/pjbr-2020-0030 

 

● Fenwick, A., Molnar, G., & Frangos, P. (2024). Revisiting the role of HR in the age of AI: Bringing humans 

and machines closer together in the workplace. Frontiers in Artificial Intelligence, 7, 1272823. 

https://doi.org/10.3389/frai.2023.1272823 

 

● Gayathiri, G. (2025). Exploring the Role of Artificial Intelligence-Powered HR Practices in Shaping Employee 

Engagement and Retention Strategies. Journal of Information 

Systems Engineering and Management. https://doi.org/10.52783/jisem.v10i3.7772 

 

● Hemalatha, A., Kumari, P. B., Nawaz, N., & Gajenderan, V. (2021). Impact of Artificial Intelligence on 

Recruitment and Selection of Information Technology Companies. 

Proceedings of ICAIS 2021, 60–66. https://doi.org/10.1109/ICAIS50930.2021.9396036 

 

● Huo, W., Li, Q., Liang, B., Wang, Y., & Li, X. (2025). When Healthcare Professionals Use AI: Exploring 

Work Well-Being Through Psychological Needs Satisfaction and Job Complexity. Behavioral Sciences, 15(1), 88. 

https://doi.org/10.3390/bs15010088 

 

● Ibrahim, F., Münscher, J.-C., Daseking, M., & Telle, N.-T. (2024). The technology acceptance model and 

adopter type analysis in the context of artificial intelligence. 

Frontiers in Artificial Intelligence, 7, 1496518. https://doi.org/10.3389/frai.2024.1496518 

 

● Jia, X., & Hou, Y. (2024). Architecting the future: Exploring the synergy of AI-driven 

sustainable HRM, conscientiousness, and employee engagement. Discover Sustainability, 

5(1), 214. https://doi.org/10.1007/s43621-024-00214-5 

 

● Kadirov, A. M., Shakirova, Y., Ismoilova, G., & Makhmudova, N. (2024, April). AI in human resource 

management: Reimagining talent acquisition, development, and retention. Proceedings of ICKECS 2024, 1–8. IEEE. 

https://doi.org/10.1109/ICKECS61492.2024.10617231 

 

● Kalra, I. (2020). Artificial intelligence and its role in human resource management. 

International Journal for Modern Trends in Science and Technology, 6(8), 310–317. 

 

● Khaled, A. S. D., Sharma, D. K., Yashwanth, T., Reddy, V. M. K., Doewes, R. I., & Naved, M. (2023). 

Evaluating the role of robotics, machine learning and artificial 

intelligence in the field of performance management. In Yadav, S., Haleem, A., Arora, P. K., & Kumar, H. (Eds.), 

Proceedings of Second International Conference in Mechanical and Energy Technology (pp. 1–

9).Springer.https://doi.org/10.1007/978-981-19-0108-9_30 

 

● Madhumita, G., Dolly Diana, P., Pc, N., Narendra Kiran, P. B., Aggarwal, S., & Satish Nargunde, A. (2024). 

AI-powered performance management: Driving employee success and organizational growth. Proceedings of ICRTCST 

2024, 204–209. https://doi.org/10.1109/ICRTCST61793.2024.10578371 

 

● Manoharan, P. (2024, June 7). A review on AI-driven HR systems: Revolutionizing HR 

https://doi.org/10.1515/pjbr-2020-0030
https://doi.org/10.3389/frai.2023.1272823
https://doi.org/10.52783/jisem.v10i3.7772
https://doi.org/10.3390/bs15010088
https://doi.org/10.3389/frai.2024.1496518
https://doi.org/10.1007/s43621-024-00214-5
https://doi.org/10.1109/ICKECS61492.2024.10617231
https://doi.org/10.1007/978-981-19-0108-9_30
https://doi.org/10.1109/ICRTCST61793.2024.10578371


                           International Scientific Journal of Engineering and Management (ISJEM)                              ISSN: 2583-6129 
                                  Special Edition: Volume: 04 ESEH – 2025                                                                     DOI: 10.55041/ISJEM.ESEH038                                                                                                                                         
                                  An International Scholarly || Multidisciplinary || Open Access || Indexing in all major Database & Metadata        
 

© 2025, ISJEM (All Rights Reserved)     | www.isjem.com                                                                            |        Page 249 
 

systems and talent management. Scholars Journal of Engineering and Technology, 12(6), 179–184. 

https://doi.org/10.36347/sjet.2024.v12i06.001 

 

● Meharunisa, S., Almugren, H., Sarabdeen, M., Mabrouk, F., & Kijas, A. C. M. (2024). The impact of artificial 

intelligence on women’s empowerment and work-life balance in Saudi educational institutions. Frontiers in 

Psychology, 15, 1432541. https://doi.org/10.3389/fpsyg.2024.1432541 

 

● Meshram, R. (2023). The role of artificial intelligence in recruitment and selection of employees in the 

organisation. Russian Law Journal, 11(9s), 322–333. https://doi.org/10.52783/rlj.v11i9s.1624 

 

● Milošević, K., & Katić, I. (2025). Digital transformation and HR technology – Integrating AI into talent 

acquisition and retention of employees. In Proceedings of the International Conference on Business, Management, and 

Engineering Future-BME (pp. 117–118). University of Novi Sad. https://doi.org/10.24867/FUTURE-BME-2024-014 

● Natarajan, S., Korapu, S., Subbaiah, B., Dhinakaran, D. P., Kumar, J. R., & Rajalakshmi, 

M. (2024, May 1). AI-powered strategies for talent management optimization. Journal of Informatics Education and 

Research, 4(2). https://doi.org/10.52783/jier.v4i2.848 

 

● Nishar, S. (2023). The role of artificial intelligence in transforming human resource management: A literature 

review. Journal of Artificial Intelligence & Cloud Computing, 2(1), 55–62. 

https://doi.org/10.47363/jaicc/2022%281%29155 

● Oehlhorn, C. E., Laumer, S., & Maier, C. (2019). Sustaining the IT workforce: A review of major issues in 25 

years and future directions. Proceedings of SIGMIS-CPR 2019, 20–27. ACM. 

https://doi.org/10.1145/3322385.3322394 

 

● Paigude, S., Pangarkar, S. C., Hundekari, S., Mali, M., Wanjale, K., & Dongre, Y. (2023). Potential of artificial 

intelligence in boosting employee retention in the human resource industry. International Journal on Recent and 

Innovation Trends in Computing and Communication, 11(3s), 01–10https://doi.org/10.17762/ijrit. cc.v11i3s.6149 

● Prasad, B. V., Hamraaia, M. H. Y., Sharma, A., Sahana, B. C., & Pereira, C. S. (2024, May 27). The impact of 

technology on human resource management: Trends and challenges. Kurdistan Journal of Applied Research, 30(5). 

https://doi.org/10.53555/kuey.v30i5.4635 

 

● Rodgers, W., Murray, J. M., Stefanidis, A., Degbey, W. Y., & Tarba, S. Y. (2022). An artificial intelligence 

algorithmic approach to ethical decision-making in human resource management processes. Human Resource 

Management Review, 32(4), 100925. https://doi.org/10.1016/j.hrmr.2022.100925 

● Sadeghi, S. (2024). Employee well-being in the age of AI: Perceptions, concerns, behaviors, and outcomes. 

https://doi.org/10.48550/arXiv.2412.04796 

 

● Saxena, A. (n.d.). The growing role of artificial intelligence in human resources. EPRA International Journal 

of Multidisciplinary Research. https://doi.org/10.36713/epra4924 

● Selamat, S. M., Baharuddin, F. N., Musa, A. H., Antara, P. M., Beta, R. M. D. M., & Ali, 

A. (2024). Challenges and opportunities in the adoption of AI in talent acquisition and retention. International Journal 

of Academic Research in Business and Social Sciences. http://dx.doi.org/10.6007/IJARBSS/v14-i9/22791 

● Setyawan, G. C., Zou, G., Jie, L., Cai, J., & Widyatiningtyas, R. (2024). The role of artificial intelligence in 

talent acquisition and retention. Journal Markcount Finance. 

https://doi.org/10.70177/jmf.v2i2.1286 

● Siluvainathan, P., Padmakala, S., & Selvakumar, A. (2024). Analysis of artificial 

intelligence techniques on sustainable employee performance management. Proceedings of ICSCAN 2024, 1–7. 

https://doi.org/10.36347/sjet.2024.v12i06.001
https://doi.org/10.3389/fpsyg.2024.1432541
https://doi.org/10.24867/FUTURE-BME-2024-014
https://doi.org/10.52783/jier.v4i2.848
https://doi.org/10.47363/jaicc/2022%281%29155
https://doi.org/10.1145/3322385.3322394
https://doi.org/10.17762/ijritcc.v11i3s.6149
https://doi.org/10.53555/kuey.v30i5.4635
https://doi.org/10.1016/j.hrmr.2022.100925
https://doi.org/10.48550/arXiv.2412.04796
https://doi.org/10.36713/epra4924
http://dx.doi.org/10.6007/IJARBSS/v14-i9/22791


                           International Scientific Journal of Engineering and Management (ISJEM)                              ISSN: 2583-6129 
                                  Special Edition: Volume: 04 ESEH – 2025                                                                     DOI: 10.55041/ISJEM.ESEH038                                                                                                                                         
                                  An International Scholarly || Multidisciplinary || Open Access || Indexing in all major Database & Metadata        
 

© 2025, ISJEM (All Rights Reserved)     | www.isjem.com                                                                            |        Page 250 
 

https://doi.org/10.1109/ICSCAN62807.2024.10894336 

 

● Sucipto, H. (n.d.). The impact of artificial intelligence (AI) on human resource management practices. 

https://doi.org/10.62207/xey9mx18 

 

● Suresh, P., Sangal, R., Sather, J., & Taylor, R. A. (2024). Balancing act: The complex role of artificial 

intelligence in addressing burnout and healthcare workforce dynamics. BMJ Health & Care Informatics, 31, e101120. 

https://doi.org/10.1136/bmjhci-2024-101120 

 

● Taslim, W. S., Rosnani, T., & Fauzan, R. (2025). Employee involvement in AI-driven HR decision-making: A 

systematic review. SA Journal of Human Resource Management, 23, a2856. https://doi.org/10.4102/sajhrm.v23i0.2856 

 

● Venugopal, M., Madhavan, V., Prasad, R., & Raman, R. (2024). Transformative AI in human resource 

management: Enhancing workforce planning with topic modeling. Cogent Business & Management, 11(1). 

https://doi.org/10.1080/23311975.2024.2432550 

https://doi.org/10.1109/ICSCAN62807.2024.10894336
https://doi.org/10.62207/xey9mx18
https://doi.org/10.1136/bmjhci-2024-101120
https://doi.org/10.4102/sajhrm.v23i0.2856
https://doi.org/10.1080/23311975.2024.2432550

