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ABSTRACT

The abstract must be between 150-250 words. Be sure that you adhere
to these limits; otherwise, you will need to edit your abstract
accordingly. The abstract must be written as one paragraph, and should
not contain displayed mathematical equations or tabular. The use of
artificial intelligence (Al) in human resource management (HRM) is
gaining increasing attention, with many organizations recognizing its
potential to enhance operational efficiency. The majority of respondents
in this study demonstrate awareness of Al, with more than half
understanding the technology and its functions in the context of HRM.
Most respondents hold a positive view towards Al adoption, with over
60% believing that Al can improve organizational efficiency. Key
benefits identified include time savings in recruitment, improved data
analytics, and more accurate employee turnover predictions. However,

despite the widespread support for Al, some concerns remain. About
12% of respondents expressed concerns regarding algorithmic bias that
may arise in Al-driven decision-making processes, as well as challenges
in safeguarding employee privacy. These issues highlight the
importance of caution when implementing Al, ensuring that the
technology does not exacerbate inequalities or infringe upon individual
privacy. Overall, the survey results reflect a generally positive attitude
towards Al, while also emphasizing the need for a more cautious
approach in its application. Organizations must address ethical and
privacy concerns and ensure that Al is used to support fair and
transparent decision-making.

This is an open access article under the CC-BY-SA license.

1. Pendahuluan

Artificial intelligence Artificial Intelligence (Al) has become a technology that brings significant
changes in various aspects of life, including human resource management (HRM) [1]. Developments
in information technology and digital transformation encourage organizations to adopt Al-based
solutions to improve efficiency, productivity and work experience. Challenges faced by HRM
teams, such as increasing operational complexity, the need for data-driven decision making, and
employee expectations for service personalization, are key drivers for integrating Al in HRM
processes. Therefore, it is important to explore how Al can be applied effectively to address these
challenges. Previous research has discussed various Al applications in HRM, such as the use of
machine learning algorithms to screen recruitment candidates, Al-based chatbots for employee
services, and performance data analysis to support strategic decision making [2]. For example,
research shows that Al can increase employee selection efficiency by up to 50% compared to
conventional methods. Research into how organizations can overcome challenges such as algorithm
bias, employee resistance to technology, and the need for stronger regulation of Al applications.
This study seeks to fill this gap by providing new insights into holistic Al integration strategies in
HRM [3].

Emerging challenges such as data bias, lack of algorithm transparency, and concerns about
employee privacy raise important questions in this research. How organizations can ensure ethical,
N
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transparent and effective use of Al in HRM. Can this technology completely replace the human
element in decision making or does it have to be combined with a human approach [4]. These
questions drive research to answer how Al can be implemented strategically to maximize benefits
without sacrificing basic human management values. This research aims to explore the application
of Al in HRM, evaluate its impact on organizational efficiency, and identify challenges and
solutions for optimal implementation [5]. The focus of this research includes the application of Al in
the recruitment process, performance management, training and development, and employee
retention. With this approach, it is hoped that research can provide strategic recommendations for
organizations that want to adopt Al as part of their digital transformation [6].

Theoretically, this research is expected to contribute to the development of literature in the fields
of HRM and information technology. This research will enrich understanding of how Al can be used
to optimize human management processes, both from a managerial and technological perspective.
From a practical perspective, the results of this research can serve as a guide for HRM practitioners
in implementing Al strategically, managing change, and ensuring long-term benefits for the
organization. This research will be limited to the scope of Al use in four main HRM functions,
namely recruitment, performance management, training and development, and employee retention.
The research will not cover the technical aspects of Al algorithm development, but will instead
focus on the application of existing technology. In addition, this study focuses on medium and large
scale organizations that have or are planning to integrate Al into their HRM processes [7].

The main hypothesis of this research is that the application of Al in HRM can improve
operational efficiency and the quality of decision making [8]. Additionally, additional hypotheses
include that Al implementation accompanied by change management strategies will be more
effective in reducing employee resistance to new technologies [9]. These two hypotheses will be
tested using qualitative and quantitative approaches. Through this research, the author hopes to
provide a comprehensive view of the impact of Al on HRM as well as how to manage the challenges
that arise during its implementation [10]. Thus, organizations can make optimal use of this
technology to achieve their strategic goals. As an initial conclusion, the integration of Al in HRM is
an important step towards efficiency and innovation in the digital era. However, successful
implementation depends largely on the approach used to address technical, ethical, and
organizational challenges. This research aims to be a relevant and useful reference in developing
effective Al implementation strategies in the HRM field [11].

2. Methods

2.1. Research methods

This research aims to explore the application of artificial intelligence (Al) in human resource
management (HRM), evaluate its impact on organizational efficiency, and identify challenges and
solutions for optimal implementation. Researchers used a mixed-method approach, namely a
combination of quantitative and qualitative methods [12]. Quantitative data was collected through a
structured questionnaire, while qualitative data was obtained from open questions in the
questionnaire and interviews with HRM practitioners. The questionnaire grid is presented in Table
1.

Tabel 1. Questionnaire Grid on the Application of Al in HRM

Aspect Indicator
Al in Recruitment Use of Al to screen candidates and efficiency of the selection process
Al in Performance Management Utilization of Al for performance monitoring and decision making support
Al in Training and Al integration in employee training and personalized development plans
Development
Al in Employee Retention The role of Al in predicting turnover and improving employee engagement
strategies
Ethical Issues in the Use of Al Awareness of algorithm bias and privacy issues

The questionnaire also includes open-ended questions that focus on ethical challenges related to
the use of Al in human resource management (HRM). Respondents were asked to provide their
opinions regarding issues such as algorithm bias and transparency in Al-based decision-making
processes [13]. This ethical challenge is especially important, given the growing awareness that Al
systems, if not properly designed or monitored, can inadvertently perpetuate existing biases or lack
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transparency in their operations. Respondents were encouraged to examine how these challenges

may impact the fairness and accountability of HRM practices when Al is applied in processes such

as recruitment, employee evaluation, and promotion [14].

In addition, the questionnaire also explored respondents' views on the integration of Al with
traditional HRM approaches. This question aims to understand how Al can complement or
potentially disrupt existing HRM practices [15]. Respondents were asked to provide their opinions
on how to find a balance between leveraging the efficiencies and data-driven insights provided by
Al, while retaining the human element in decision making and maintaining the personal touch that is
often at the heart of HRM processes. The answers to these questions provide valuable insights into
how organizations can wisely integrate Al in existing HR strategies to increase effectiveness and
ethical responsibility [16].

2.2. Data Collection

Data was collected through online questionnaires distributed via email and professional networks
such as LinkedIn and HRM forums. Research respondents included HR professionals working in
medium to large sized organizations [17]. A total of 70 respondents participated in this research,
who came from various industrial sectors such as finance, health and technology. The majority of
respondents came from Indonesia with regional distribution including Jakarta (40%), Surabaya
(25%), Bandung (15%), and other areas. The questionnaire consists of closed questions to collect
guantitative data as well as open questions to dig deeper into the respondents' views. In addition,
follow-up interviews were conducted with 10 respondents to gain a deeper understanding of their
experiences in implementing Al in HRM [18].

2.3. Data Analysis

Data collected from questionnaires is categorized into two types: quantitative data from closed-
ended questions and qualitative data from open-ended questions and interviews.

a. Quantitative Data Analysis

Quantitative data was analyzed using descriptive statistics such as frequency distribution,
percentage, and mode to summarize the level of Al adoption in various HRM functions.
Software such as SPSS and Microsoft Excel are used for data processing [19].

b. Qualitative Data Analysis

Qualitative data were analyzed thematically to identify recurring patterns and themes.
Answers from open-ended questions and interview transcripts were coded and categorized
into major themes such as ethical issues, implementation challenges, and Al integration
strategies [20].

This combination of quantitative and qualitative methods provides a comprehensive
understanding of the application of Al in HRM and its implications. This approach ensures holistic
analysis by capturing measurable trends as well as deep insights [21].

3. Results and Discussion

This research explores the use of Al in human resource management to answer research
questions regarding the level of understanding, use, and attitudes of HR professionals towards Al
technology. Data was collected through gquestionnaires and interviews covering aspects of Al
utilization, challenges and implementation solutions.

3.1. HR Professional Knowledge of Al

More than half of respondents (56%) indicated that they are aware of the existence of artificial
intelligence (Al). This suggests that most individuals have been exposed to information about Al,
although perhaps in different contexts. This awareness may include a general understanding that Al
is a technology used to process data or make decisions automatically.

As many as 32% of respondents have an understanding of the basic functions of Al, especially in
the context of human resource management (HRM). These respondents likely know how Al can be
used for tasks such as screening job candidates, analyzing employee performance, or automating
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administrative processes. This functional understanding shows the potential to utilize Al technology
in daily business operations.

In contrast, 12% of respondents admitted to having only limited knowledge about Al, indicating
that there is a gap in information or access to this technology in certain circles. However, the results
of this survey also indicate that there were no respondents who were completely unaware of the
concept of Al, indicating that this topic is already well known in society, although the level of
understanding varies.
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Fig 1. HR Professional Knowledge About Al

Most respondents are aware of the existence of Al, especially for functions such as recruitment
and training. However, only around 25% of respondents stated that they had a deep understanding of
the technical applications of Al in performance analytics and employee turnover prediction.

3.2. Utilization of Al in HRM
Most HR professionals use Al to support several key functions:

Table 2. Use of Al in HRM

Fungsi MSDM Sering Kadang- Jarang Tidak Persentase
Kadang Pernah Pengguna
Rekrutmen dan Seleksi 60% 20% 15% 5% 100%
Manajemen Kinerja 52% 40% 8% 0% 100%
Pelatihan dan 40% 35% 15% 10% 100%
Pengembangan

3.3. HR Professional Attitude towards Al

The majority of respondents expressed a positive view of the use of artificial intelligence (Al) in
human resource management (HRM). Most are aware of Al's potential to make a positive
contribution to organizational efficiency, with 68% of respondents agreeing that this technology is
able to optimize work processes and speed up decision making. This support reflects the belief that
Al can be a strategic tool to drive team productivity and performance.

As many as 20% of respondents strongly agreed with the benefits of Al in HRM, indicating a
stronger belief in its transformative impact. These views may be based on first-hand experience or a
deep understanding of how Al can be used for tasks such as recruiting, employee training, and
performance evaluation. These respondents see Al as a solution that is not only efficient, but also
innovative in dealing with daily operational challenges.
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On the other hand, 5% of respondents expressed concerns about the ethical challenges that Al
may pose without commensurate benefits. These concerns can include issues such as algorithm bias,
data privacy, or the impact on human work. Even though it is a minority group, this view is
important to pay attention to as a reminder that Al adoption must be done responsibly, taking into
account ethical aspects and its impact on various parties..
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Fig 2. Attitudes of HRM Professionals towards Al

Many respondents who support the use of artificial intelligence (Al) in human resource
management (HRM) noted the various benefits it offers. One of the main benefits mentioned is the
time savings in the recruitment process. By automating administrative tasks, Al can speed up
candidate screening and make it easier to match applicant qualifications with company needs. In
addition, respondents also mentioned that Al enables better data analytics, so that organizations can
make more informed decisions regarding employee management. One of the additional benefits
revealed was Al's ability to more accurately predict employee turnover, allowing companies to take
preventative action.

However, not all respondents fully support the use of Al without concerns. About 12% of
respondents voiced their concerns regarding potential bias in Al algorithms. This bias can arise
because the data used to train the system may reflect injustice or discrimination that exists in society.
These concerns are important, because if not handled carefully, Al could exacerbate inequities in
employee recruitment or promotion processes, even if the initial intention was to create an objective
and fair system.

In addition to the issue of bias, several respondents also highlighted the issue of protecting
employee privacy as a major concern. Use of Al that involves the collection and analysis of
employee data may pose risks to personal privacy, especially if the data is poorly managed or used
unethically. These concerns remind us that although Al has great potential to improve efficiency and
accuracy, the use of this technology must be done with full attention to ethical aspects and the
protection of individual rights..

3.4. Challenges and Solutions in Al Implementation

Some of the main challenges identified in the application of artificial intelligence (Al) in the field
of human resource management (HRM) involve the issue of algorithmic bias. Around 30% of
respondents stated that the results produced by Al systems often show bias towards certain groups,
whether based on gender, age or ethnic background. This bias can impact fairness in the hiring
process, where otherwise qualified candidates may be missed simply because algorithms are not
completely objective. This raises concerns that Al, while designed to improve efficiency, could
actually exacerbate existing inequalities in employee selection processes.

Another challenge is the lack of training and understanding of Al among HR managers. Around
40% of respondents stated that limited knowledge about this technology was a significant obstacle in
its implementation. Without adequate understanding, HR managers tend to be less able to optimize
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the potential of Al in supporting strategic decisions or even identify errors that can arise in using
algorithms. This shows the need for investment in developing skills and technological knowledge to
ensure the effective and efficient implementation of Al in the work environment.

As a solution to overcome these challenges, many respondents proposed Al training for HR
professionals. Around 62% of respondents suggested a special training program aimed at improving
managers' understanding and skills in managing Al technology. Additionally, 50% of respondents
emphasized the importance of developing ethics policies to reduce the risk of algorithmic bias. This
policy can ensure that Al systems used in HRM processes are designed taking into account the
principles of fairness and inclusiveness. With these steps, organizations are expected to be able to
maximize the benefits of Al technology without sacrificing the basic values that underlie human
resource management.

4. Conclusion

The use of artificial intelligence (Al) in human resource management (HRM) has great potential
to improve operational efficiency, decision-making accuracy and employee experience. Al can be
applied in various aspects of HRM, from recruitment, performance management, to employee
training and development, by providing faster, more precise and data-based solutions. However, the
application of this technology also presents challenges related to ethics, privacy and employee
resistance that need to be managed wisely. Organizations that successfully integrate Al strategically
and manage change well will be able to take full advantage of Al's potential, while reducing the
risks that may arise. This research shows that although Al can improve HRM effectiveness, its
success depends largely on careful management and a holistic approach to ensure the technology
contributes positively to organizational goals..
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