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ABSTRACT 
 

AI plays an important role in the working of HR in a fast-moving digital world. The purpose of this 
research is to find out how strategic HR roles are becoming familiar with AI and what benefits and 
challenges they perceive with AI and future readiness. A structured questionnaire has been developed 
and distributed to HR professionals from different industries to gather insights. The questionnaire aims to 
get a view of organizations that are using AI in recruitment, performance management, employee 
engagement, administrative tasks, and other areas. It also tackles issues like job losses, data privacy, 
and the human element in HR. The study seeks to understand how AI is changing the nature of HR and 
what kind of balance professionals feel should exist between humans and AI. The necessity for new skills 
will also be examined as well as the readiness of HR personnel to go AI. The insights from this research 
will be useful in the ongoing debate on balancing technological advancement and human-centered HR 
processes, as a forthcoming paper reveals. 
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Introduction 

The integration of Artificial Intelligence (AI) into strategic Human Resource (HR) practices has 
emerged as a transformative force within organizations, reshaping traditional paradigms of talent 
management, recruitment, and employee engagement. As businesses increasingly seek to leverage 
technological advancements to enhance operational efficiency and decision-making processes, the role 
of AI in HR has garnered significant attention from both practitioners and scholars. This intersection of AI 
and HR presents a dual-faceted landscape characterized by a range of potential benefits and challenges. 
On one hand, AI technologies promise to streamline HR functions, improve data-driven insights, and 
foster a more personalized employee experience. Conversely, the adoption of AI also raises critical 
ethical considerations, concerns regarding bias in algorithmic decision-making, and implications for 
workforce dynamics. This research aims to explore the multifaceted impact of AI on strategic HR, 
examining both the advantages and disadvantages that accompany its implementation in organizational 
contexts. By analyzing current trends, case studies, and theoretical frameworks, this study seeks to 
provide a comprehensive understanding of how AI is redefining the strategic HR landscape and the 
implications for future workforce management. 

 As organizations navigate the complexities of AI integration within HR, the importance of 
workforce planning becomes increasingly apparent. Effective workforce planning not only aligns talent 
acquisition with strategic business objectives but also mitigates the risks associated with AI deployment, 
such as potential biases in hiring practices and the misalignment of skill sets with organizational needs. 
By leveraging AI-driven analytics, companies can gain valuable insights into talent demand and supply, 
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enabling them to make informed decisions that enhance organizational performance and productivity. 
Moreover, the ethical implications of AI usage necessitate a robust framework for governance that 
prioritizes transparency and accountability, ensuring that AI tools are used responsibly while fostering 
trust among employees. This dual focus on strategic alignment and ethical considerations will be crucial 
for organizations aiming to harness the full potential of AI in transforming HR practices and cultivating a 
dynamic workforce. 

 As organizations increasingly embrace AI technologies, the need for continuous learning and 
adaptation within HR practices becomes paramount. This shift not only necessitates the development of 
new skill sets among HR professionals but also raises questions about the effectiveness of traditional 
training methods in an AI-driven landscape. For instance, a systematic literature review indicates that 
while AI can enhance recruitment and talent management processes, it also presents challenges such as 
ethical dilemmas and resistance from employees who may feel threatened by automation. Thus, fostering 
a culture of intergenerational learning and adaptability is crucial, allowing organizations to bridge the gap 
between human expertise and technological capabilities. By implementing tailored training programs that 
emphasize both technical proficiency and ethical considerations, companies can better prepare their 
workforce for the complexities of AI integration, ultimately leading to a more resilient and engaged 
employee base. 

Literature Review 

 The integration of artificial intelligence (AI) into strategic human resources (HR) offers numerous 
advantages, including enhanced operational efficiency, improved decision-making, and better talent 
management. However, it also presents challenges such as ethical concerns, data privacy issues, and 
potential resistance from employees. AI's role in HR is multifaceted, impacting recruitment, training, 
performance analysis, and strategic planning. Here are the pros and cons of AI in strategic HR based on 
the provided research papers. 

Pros of AL in Strategic HR 

• Operational Efficiency: AI automates routine tasks such as data management, scheduling, and 
payroll, allowing HR teams to focus on strategic initiatives, thereby improving operational 
efficiency by up to 30% (Sundari et al., 2024). 

• Enhanced Recruitment: AI-powered tools like chatbots, predictive analytics, and resume 
screening streamline the recruitment process, leading to efficient hiring, cost savings, and 
improved talent acquisition (Choudhuri et al., 2024) (Nain & Shyam, 2024). 

• Improved Decision-Making: AI supports strategic decision-making through predictive data 
analysis, enabling better workforce planning and talent management(Mir, 2024) (Sundari et al., 
2024). 

• Reduction of Bias: AI has the potential to reduce unconscious bias in recruitment by using 
algorithms that focus on objective criteria(Nain & Shyam, 2024). 

Cons of AI in Strategic HR 

• Ethical and Privacy Concerns: The use of AI in HR raises ethical issues, including algorithmic 
bias and discrimination, as well as concerns about employee data privacy(Mir, 2024) (Choudhuri 
et al., 2024). 

• Employee Resistance: There is often reluctance among employees to adopt AI technologies, 
which can hinder successful implementation(Mir, 2024) (Sundari et al., 2024). 

• Over-Reliance on Technology: Dependence on AI tools may lead to a diminished role for 
human judgment, which is crucial for nuanced decision-making in HR(Nain & Shyam, 2024). 

 While AI offers significant benefits in strategic HR, it is essential to address the associated 
challenges to ensure ethical and effective implementation. Balancing AI's capabilities with human 
oversight and maintaining transparency in AI processes can help mitigate potential drawbacks. 
Organizations should also focus on strengthening internal communication and developing supportive 
policies to enhance employee engagement and well-being through AI integration(Sundari et al., 2024). 

 The integration of artificial intelligence (AI) into strategic human resource management (HRM) is 
transforming organizational practices, enhancing efficiency, and fostering innovation. AI applications in 
HRM are increasingly recognized for their potential to optimize processes such as recruitment, training, 
and employee engagement, ultimately aligning HR strategies with broader organizational goals. 
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Key Applications of AI in Strategic HRM 

• Recruitment and Selection: AI enhances recruitment efficiency by automating candidate 
screening and improving accuracy in matching candidates to roles, thus reducing bias (Yuling, 
2025). 

• Training and Development: AI facilitates personalized learning experiences and optimizes 
training programs through data-driven insights, leading to better employee 
performance(Parimalam. & Dhanabagiyam, 2023). 

• Employee Engagement: AI tools provide real-time feedback and personalized experiences, 
significantly improving employee engagement and satisfaction(Sundari et al., 2024). 

• Data-Driven Decision Making: Generative AI enables predictive analytics, allowing HR leaders 
to make informed strategic decisions based on employee data(Westover, 2024). 

The objectives of the study include: 

• To identify the specific challenges organizations face when integrating AI into HR practices. 

• To assess the impact of AI on Workforce Dynamics including employee engagement, job 
satisfaction, and the potential displacement of jobs. 

• To understand the need for training requirements for HR professionals to effectively manage AI 
technologies and ensure a smooth transition to AI-driven HR processes. 

 By addressing these objectives, the study aims to provide a comprehensive understanding of 
the challenges and implications of AI integration in strategic HR practices. 

Research Methodology 

To explore the impact of Artificial Intelligence (AI) on strategic Human Resource (HR) practices, 
the paper encompasses quantitative approach. It includes: 

• Research Design 

  A quantitative research methods is used to identify the integration between AI and HR 
professionals. This design uses a holistic examination of the impact of AI on HR practices, capturing in-
depth insights from stakeholders. 

• Data Collection Methods 

 A structured questionnaire is distributed to HR professionals across various industries to collect 
quantitative data on their experiences, perceptions, and challenges regarding AI integration in HR. The 
questionnaire includes Likert scale questions to measure attitudes towards AI, job satisfaction, employee 
engagement and perceived biases. 

• Sample Selection 

 The study targeted a diverse sample size of sixty HR professionals from various sectors, 
including technology, healthcare, finance, and manufacturing, to ensure a broad representation of 
perspectives.  

• Data Analysis 

Statistical methods will be employed to analyze survey data, including descriptive statistics to 
summarize responses and inferential statistics to identify the degree of association and trends. Chi 
square test and Kruskal Wallis H test is used to test the hypothesis.  

• Research Hypothesis 

 The research questions for the study includes the below hypothesis: 

H01:  There is no significant association between years of experience and the usage of AI tools 

H02:  There is no difference in attitude towards AI in HR based on gender. 

H03:  There is no difference in attitude towards AI in HR based on experience. 

• Ethical Considerations 

 Participants’ consent was obtained prior to data collection. Confidentiality and anonymity is  
maintained throughout the research process. 

• Limitations 

The study may face limitations such as response bias in survey and time period allotted for 
conducting the study.  



4 International Journal of Global Research Innovations & Technology (IJGRIT), January-March, 2026 

 By employing this, the study aims to provide valuable insights into the multifaceted impact of AI 
on strategic HR practices, addressing both the advantages and challenges associated with its 
implementation. 

Results and Discussions 

Gender Years of Experience in HR Department No. of Respondents % 

Male Less than 2 years 14 23.3  

  2-5 years 10 16.7 

  5-10 years 2 3.3  

  More than 10 years 4 6.7  

Female Less than 2 years 10 16.7  

  2-5 years 16 26.7 

  5-10 years 2 3.3  

  More than years 2 3.3 
 

Most respondents in less than group are male (14), but there is also a significant number of 
females (10) representing a large portion (24 out of 60) of the total sample. 2–5 years of experience 
is the largest group overall (26 respondents). 

Contingency Tables  
Are you currently using any AI-based tools 

in your HR practice 

 

Years of experience in HR department Yes No Total 

Less than 2 years 20 4 24 

2-5 years 26 0 26 

5-10 years 2 2 4 

More than 10 years 4 2 6 

Total 52 8 60 
 

Hypothesis 1 

Chi square test is used to test the hypothesis which studies whether there is significant 
association between the usage of AI tools  among the respondents and  years of their work experience. 

χ² Tests  
Value df p 

χ² 11.0 
3 0.012 

N 60 
 

 Since the p-value (0.012) < 0.05, we reject the null hypothesis at the 5% significance level. 
This suggests that there is a statistically significant association between the years of experience and 
the usage of AI by the HR professionals.  The study also shows that  early- to mid-career HR 
professionals (especially 2–5 years) are more likely to adopt AI tools, while more experienced 
professionals may be more cautious or slower to adopt. 

Hypothesis 2 

 Kruskal-Wallis H tests, a non-parametric is used as assumptions of normality and 
homogeneity of variance are not met. It is used to study the impact of AI on HR based on gender. 

Impact of AI on HR χ² p-value Significant 

AI increases efficiency in HR operations 2.007 0.157 Not significant 

AI reduces manual errors and biases 0.401 0.526 Not significant 

AI allows HR to focus more on strategic tasks 3.406 0.065 Not Significant 

AI improves employee experience 0.217 0.641 Not significant 

AI improves recruitment process 3.897 0.048 Significant 

AI helps to identify training needs 2.110 0.146 Not significant 

AI enhances payroll accuracy 3.433 0.064 Not significant 
 

 Only "AI improves recruitment process" shows a statistically significant difference (p = 0.048) 
across gender — indicating that perceptions of AI's impact on recruitment vary significantly across the 
gender. "AI allows HR to focus more on strategic tasks" and "AI enhances payroll accuracy" are 
borderline significant (p ≈ 0.06) — close to the conventional threshold of 0.05 but not quite below it. All 
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other statements have p-values well above 0.05, suggesting no statistically significant difference in 
responses across the groups compared. However "AI improves recruitment process" shows a 
statistically significant difference (p = 0.048) across groups — indicating that perceptions of AI's impact 
on recruitment vary significantly across the gender. "AI allows HR to focus more on strategic tasks" 
and "AI enhances payroll accuracy" are borderline significant (p ≈ 0.06) — close to the conventional 
threshold of 0.05. 

Hypothesis 3 

Kruskal-Wallis 

Attitude towards AI χ² P value Significant 

AI causes Job displacement 6.68 0.083 Not significant 

AI may lead to Data privacy and security 9.76 0.021 Significant 

AI reduces the human touch in employee relations 15.42 0.001  Significant 

AI leads to Overdependence on technology 9.76 0.021 Significant 
 

 Kruskal-Wallis H test was conducted to examine whether perceptions of potential risks 
associated with AI in HR differed significantly across four groups  i.e.  years of experience. 

• AI causes job displacement: χ²(3) = 6.68, p = .083 No statistically significant difference, though 
the p-value approaches significance, suggesting some variation among the respondents. 

• AI may lead to data privacy and security issues: χ²(3) = 9.76, p = .021 Significant differences 
were found, indicating varying levels of concern about data privacy and security risks between 
groups. 

• AI reduces the human touch in employee relations: χ²(3) = 15.42, p = .001 This item showed the 
most significant group differences, suggesting strong variation in how groups perceive the 
impact of AI on interpersonal aspects of HR. 

• AI leads to overdependence on technology: χ²(3) = 9.76, p = .021 Significant differences also 
emerged for concerns about overreliance on technology. 

 These results suggest that participants' concerns about AI’s risks differ meaningfully depending 
on their level of experience level. In particular: 

• The reduction of human touch and concerns about overdependence on technology show the 
greatest variability. 

• Privacy and security concerns also vary strongly among the groups based on years of 
experience. 

• While job displacement concerns differ somewhat, these differences were not statistically 
significant at the 0.05 level. 

 The survey has  indicated a significant representation of younger professionals in the survey. 
The remaining percentage though lesser, still notable, presence of mid-career individuals. The survey 
included 30 male respondents, representing 50 percent of each category. This gender parity reflects a 
balanced perspective across gender in the findings. Among respondents, 13 individuals reported having 
between 2 to 5 years of HR experience, making up 43.3 percent of the total. This suggests a robust pool 
of professionals who are relatively early in their HR careers but have enough experience to provide 
insightful feedback. Forty percent respondents fell into the category of having less than 2 years of HR 
experience. This indicates a significant number of newcomers to the field.  86.67 percent of the 
respondents indicated that they use AI tools or technologies in their work. This high percentage suggests 
a strong trend towards the adoption of AI in HR practices. Conversely, 13.3 percent, reported that they do 
not utilize AI in their professional roles, highlighting a small contingent that may be resistant to 
technological integration. About 43.3 percent of the respondents believe that AI impacts emotional 
intelligence to some degree. This perspective indicates a growing recognition of AI's role in enhancing 
emotional awareness in HR. 36.67 percent, asserted that AI does not contribute to emotional intelligence, 
suggesting skepticism about its effectiveness in this area. 

 50 percent of the total, expressed a strong willingness to attend training sessions, indicating a 
proactive approach towards professional development.  

 Respondents expressed agreement that AI could effectively replace some strategic HR 
functions, reflecting a more definitive belief in AI's transformative potential within the field. 
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Conclusion 

 This study provides empirical evidence of HR professionals’ perceptions regarding the 
integration of artificial intelligence within their field. The data indicate a general consensus that AI has the 
capacity to enhance operational efficiency and to assume strategic HR functions, reflecting a recognition 
of its transformative potential. However, concerns about the reduction of human interaction, overreliance 
on technology, and data privacy issues vary significantly across experience levels. These findings 
underscore the complexity of AI adoption in HR, suggesting that successful implementation necessitates 
not only technological readiness but also careful management of ethical and interpersonal 
considerations. Future research should explore targeted interventions to address these concerns and 
optimize AI integration in diverse organizational contexts. 
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