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This study presents a systematic literature review examining the integration, usage, and implications
of Artificial Intelligence (AI) within Human Resource Management (HRM). As organizations encounter
intensifying global competition and escalating data volumes, traditional administrative personnel
workflows are rapidly transitioning toward algorithmic talent acquisition, automated performance
tracking, and predictive retention analytics. By synthesizing contemporary peer-reviewed literature
and applying established management theories—such as the Resource-Based View (RBV), Dynamic
Capabilities Theory, and Person-Organization Fit Framework—this paper maps how AI transforms key
HR architecture. The review demonstrates that while AI applications substantially accelerate
recruitment cycles, reduce administrative burdens, and enhance objective decision-making, they
simultaneously introduce critical challenges, including algorithmic bias, data privacy vulnerabilities,
loss of human empathy, and employee resistance. Finally, this review highlights prominent research
gaps and delivers strategic recommendations for organizational leaders and human resource
practitioners navigating intelligent automation.

Keywords: Artificial Intelligence (AI), Human Resource Management (HRM), Machine Learning (ML)

Corresponding Author How to Cite this Article To Browse

Partha T., Assistant Professor, Department of

Commerce, Government First Grade College,

Bharathinagara, Mandya, Karnataka, India.

Email: 

Partha T., Algorithmic Talent Management: A

Literature Review on the Usage and Impact of

Artificial Intelligence in Human Resource

Management. Int J Engg Mgmt Res. 2026;16(4):53-

56.

Available From

https://ijemr.vandanapublications.com/index.php/j/a

rticle/view/1939

Manuscript Received Review Round 1 Review Round 2 Review Round 3 Accepted
2026-07-06 2026-07-21 2026-08-08

Conflict of Interest Funding Ethical Approval Plagiarism X-checker Note
None Nil Yes 5.61

© 2026 by Partha T. and Published by Vandana Publications. This is an Open Access article licensed under a Creative Commons Attribution 4.0
International License https://creativecommons.org/licenses/by/4.0/ unported [CC BY 4.0].

Int J Engg Mgmt Res 2026;16(4) 53



1. Introduction

Human Resource Management (HRM) is undergoing
a fundamental paradigm shift driven by the rapid
infusion of Artificial Intelligence (AI) and machine
learning (ML) technologies. Historically
characterized by intensive manual paperwork,
subjective recruitment screening, and periodic
performance reviews, modern HR functions are
increasingly digitized. Intelligent algorithms now
screen thousands of resumes in seconds, chatbots
address routine employee inquiries around the
clock, and predictive models anticipate voluntary
turnover before it occurs.

The adoption of AI in HRM alters the psychological
contract between employers and employees. While
proponents advocate for algorithmic efficiency, cost
reduction, and enhanced strategic alignment, critics
raise serious ethical questions regarding
transparency, fairness, and the erosion of human
discretion. Consequently, examining how AI
reshapes modern human resource architecture from
an evidence-based literature perspective is vital for
designing equitable and efficient future workplaces.

2. Literature Review

A comprehensive review of contemporary literature
reveals that AI applications impact HRM across
several core operational domains:

2.1 AI-Driven Talent Acquisition and
Recruitment

Recruitment and selection represent the most
heavily researched domains of AI in HRM. Literature
indicates that automated resume screening tools,
video interview analyzers (evaluating micro-
expressions and voice patterns), and predictive
matching engines significantly reduce time-to-hire.
Scholars argue that these tools minimize human
fatigue and unconscious cognitive biases during
initial screening. However, counter-literature warns
that training algorithms on historical hiring data
often entrenches systemic historical biases,
replicating discrimination under the guise of
mathematical neutrality.

2.2 Performance Management and Analytics

AI systems enable continuous performance
monitoring rather than traditional annual reviews.

By tracking digital footprints, keystroke dynamics,
project delivery times, and communication patterns,
AI offers granular performance metrics. While this
provides managers with objective productivity
insights, researchers highlight that intrusive
surveillance can severely depress employee morale,
stifle creativity, and foster a culture of workplace
anxiety.

2.3 Employee Retention and Predictive
Turnover Modeling

Predictive analytics evaluates diverse operational
variables—such as compensation history, promotion
frequency, commute times, and peer engagement—
to predict flight risks. Literature emphasizes that
early identification allows human resource
professionals to execute targeted retention
strategies, thereby protecting organizational capital
and reducing replacement costs.

2.4 Theoretical Synthesis Table
Theoretical

Framework

Application to AI in HRM Core Managerial Insight

Resource-

Based View

(RBV)

Evaluates AI software and

proprietary HR algorithms as

strategic assets creating

sustainable competitive

advantage.

Unique technological

capabilities enhance

organizational agility and

operational efficiency.

Dynamic

Capabilities

Theory

Examines an organization's

ability to integrate, build, and

reconfigure internal

competencies using AI tools.

Continuous adaptation of

digital HR workflows

ensures resilience in volatile

labor markets.

Person-

Organization

(P-O) Fit

Assesses value congruence

between candidates and

corporate culture through

automated profiling.

Algorithmic matching

enhances long-term

retention when cultural

alignment algorithms are

unbiased.

3. Research Gap

Despite rapid growth in practitioner adoption,
several critical empirical gaps persist in academic
literature:
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Employee Perception and Trust Dynamics:
Existing literature largely focuses on
management and organizational benefits, with
insufficient qualitative focus on how employees
perceive algorithmic management, workplace
surveillance, and fairness.
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4. Statement of the Problem

and Need

Statement of the Problem: Organizations are rapidly
deploying AI solutions to streamline human
resource functions. However, the rush toward
automation often outpaces ethical frameworks and
regulatory standards, leading to institutional blind
spots regarding algorithmic discrimination, privacy
violations, and employee alienation. Unchecked
reliance on black-box algorithms risks fracturing
workplace trust and triggering legal liabilities.

Need for the Study: A holistic literature synthesis is
required to evaluate the dual nature of AI in HRM—
balancing operational efficiency against ethical risks.
Organizational leaders require a comprehensive
framework that outlines safe usage boundaries,
ensuring that digital transformation preserves
human dignity and fairness in workplace relations.

5. Objective of the Study

The main objectives governing this literature
synthesis are:

6. Research Methodology

This study adopts a Systematic Literature Review
(SLR) approach based on established PRISMA
protocols. A comprehensive search query was
deployed across major academic databases,
including Scopus, Web of Science, Business Source
Ultimate, and Emerald Insight.

Inclusion & Exclusion Criteria: Peer-reviewed journal
articles and scholarly conference papers published
between 2018 and 2026 focusing on artificial
intelligence, algorithmic management, and human
resource practices were selected. Non-academic
white papers, opinion pieces, and articles lacking
methodological rigor were omitted.

Data Extraction & Synthesis: From an initial
extraction pool of 380 records, 48 core papers were
retained following title, abstract, and rigorous full-
text evaluation. Thematic synthesis was employed
to categorize findings into operational benefits,
theoretical frameworks, and institutional challenges.

7. Findings

Synthesizing the reviewed literature yields five key
findings regarding the usage of AI in HRM:
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Cross-Sectoral and Small-Medium
Enterprise (SME) Adoption: Current studies
disproportionately examine large multinational
corporations. Empirical literature addressing AI
implementation barriers in resource-constrained
SMEs remains sparse.

Longitudinal Impact on Job Satisfaction:
There is a lack of long-term empirical studies
tracking whether heavy AI mediation in
performance reviews and recruitment improves
sustained workforce productivity or leads to
burnout and cynicism.

Map Operational Domains: To evaluate the
primary functions of AI across talent acquisition,
performance monitoring, and retention modeling
within HRM.

Analyze Theoretical Perspectives: To
examine foundational management theories
explaining the strategic integration and
organizational impact of AI tools.

Identify Ethical and Operational
Challenges: To investigate critical bottlenecks
including algorithmic bias, privacy invasion, and
employee resistance.

Propose Strategic Frameworks: To formulate
actionable recommendations for HR
professionals to implement ethical, human-
centric artificial intelligence.

Recruitment Efficiency Gains: AI resume
screening and automated scheduling reduce
administrative hiring time by up to 40%,
allowing recruiters to focus on high-touch
candidate engagement.

The Algorithmic Bias Dilemma: Machine
learning models trained on historical
organizational data frequently replicate or
exacerbate historical hiring biases, presenting
severe diversity and inclusion risks.

Surveillance vs. Motivation Trade-off:
Continuous digital performance monitoring
increases operational output tracking but
frequently triggers psychological stress,
reducing intrinsic motivation and trust.

Enhanced Retention Precision: Predictive
analytics models achieve high accuracy in
forecasting employee turnover, giving firms a
proactive window to intervene with retention
incentives.
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8. Suggestions

Based on the empirical findings, the following
recommendations are structured for HR leaders and
organizational policymakers:

9. Conclusion

Artificial Intelligence has become an integral
component of modern Human Resource
Management, fundamentally transforming how
organizations source, evaluate, and retain talent.
While AI offers unprecedented operational efficiency,
speed, and analytical precision, its implementation
carries profound ethical and psychological
responsibilities. Sustainable digital transformation in
HRM requires striking a delicate balance between
algorithmic automation and human empathy.
Ultimately, future success belongs to organizations
that deploy intelligent technologies ethically,
ensuring that artificial intelligence empowers rather
than alienates the human workforce.
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The Necessity of Human-in-the-Loop:
Literature confirms that fully automated
termination or major disciplinary decisions
devoid of human oversight result in severe legal
risks and plummeting organizational morale.

Implement Algorithmic Audits:
Organizations must regularly audit AI
recruitment and performance algorithms for
disparate impact and hidden demographic bias
before and during deployment.

Maintain Human Oversight (HITL): Ensure
that critical talent decisions—such as hiring,
promotions, and terminations—retain
mandatory human review rather than relying
entirely on automated scoring.

Establish Transparent Privacy Policies:
Communicate clearly with employees regarding
what operational data is tracked, how
performance analytics are used, and respect
data privacy boundaries.

Upskill HR Professionals in Digital Ethics:
Train human resource teams in data literacy and
algorithmic ethics to effectively interpret AI
outputs while safeguarding employee advocacy.
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