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This study examines the transformative
impact of artificial intelligence (Al) on
human resources (HR) practices in the IT
sector. By analyzing the development of
Al and its growing dominance in employ-
ment areas, particularly recruitment, em-
ployee management, and performance
measurement, the study aims to assess the
efficiency and effectiveness of Al-based
processes. There must be a relationship
between Al-based marketing and HR
Practices to enable a positive customer
experience through employee branding.
Through the integration of past studies
and empirical investigation, this research
contributes to an enhanced understand-
ing of the role of Al in developing HR
practices and its implications for organi-
zational success within the dynamic IT
industry environment.
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Introduction

The technology trends revo-
lutionizing business and society
as a whole are reportedly driving
game-changing improvements in
individuals’ productivity and per-
formance. IT organizations are
under pressure to leverage digi-
tal technologies and adapt their
business models to meet the de-
mands of this new digital land-
scape. Embracing artificial intel-
ligence and other components of
digital transformation has be-
come a key objective for IT or-
ganizations (Reis et al., 2020).
Artificial Intelligence mimics hu-
man brain intelligence. It refers
to the process of developing ma-
chines that can act and think like
humans. It is the key driver of
productivity and creativity in IT
firms (Rani et al., 2023a).

In today’s digital world, or-
ganizations are expanding and
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enduring by creating new ideas such as
digital tools and technologies which in-
clude Al and hiring software, manage-
ment software, and performance man-
agement software. Less labor and more
machine handling are the outcomes of
innovation. Al technology is now em-
ployed by human resource managers to
recruit, hire, and encourage talented em-
ployees, which is profitable for the orga-
nization as well as the individual (Geetha
et al., 2018). Corporate and HR manag-
ers apply Al to enable employees, with
50% mentioning enhanced consistency
and quality as the main aim, as per a sur-
vey conducted in 2022. Apart from that,
twenty-six per cent replied that Al as-
sists employees by boosting productivity
and sixteen per cent replied that it ex-
pands ideas (Rani et al., 2023b). As tech-
nology advances, there will be more de-
mand than ever before for skilled and
adaptable employees who are capable of
addressing the challenges of the digital
world.

In this setting, the way executives
find, assess, and onboard talent is being
revolutionized by the introduction of Ar-
tificial Intelligence into the decision-mak-
ing process. Due to its ability to automate,
expedite, analyze, and make decisions
based on data, artificial intelligence has
emerged as a crucial component. Al can
instantly scan hundreds of profiles, judge
a candidate’s potential by considering
their online credentials, and filter out pro-
files that do not meet the search criteria
(Chowdhury et al., 2023). Some advan-
tages of implementing Al have been
claimed, including enhancing business
productivity via resource and operation

optimization (Faulds & Raju, 2021); re-
engineering or business model transfor-
mation (Duan et al., 2019); employing
predictive intelligence in decision-making
(Paschen et al., 2020) reducing employee
expenses, and enhancing employee ex-
perience, job satisfaction, and customer
service.

Alis being increasingly implemented
in HR functions, including video and text-
based recruitment screening technology
(Pena et al., 2020). Recruiters can man-
age and screen applicants more effi-
ciently, reducing the time it takes to hire
new employees and accelerating the
overall hiring process. It is generally rec-
ognized that initial impressions play a
crucial role in the recruitment process,
as they influence recruiters’ judgments
of a candidate’s personality and suitabil-
ity for the firm. Interviewers tend to draw
conclusions based on limited information,
a phenomenon referred to as subjective
bias. Subjective factors, such as an
applicant’s appearance, race, gender, or
age, may influence the perception during
an interview. Firms employ Al decision-
making to avoid subjective bias and en-
sure objectivity and fairness in hiring pro-
cesses, besides cost savings and effi-
ciency (Kochling et al., 2021).

‘ It is important to note that Al is
not meant to replace managers but
aims to assist HRM decisions.
It is important to note that Al is not
meant to replace managers but aims to

assist HRM decisions. These choices are
candidate assessment, performance man-
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agement, career planning, succession
planning, internal communication tailor-
ing, and sense-making of comments
(Radonjie et al., 2022). Al enhances
employee quality by training and devel-
oping employees according to industry
requirements. Al is applied in HR pro-
cesses like recruitment, training, perfor-
mance appraisal, and employee retention.
Artificial Intelligence creates a state-of-
the-art technological working environ-
ment in which staff and organizational
systems engage harmoniously (Sivasub-
ramanian et al., 2023). Personalized
HRM, utilizing advanced HR analytics
and Al, tailors HR practices to individu-
als, offering a competitive advantage and
improving organizational performance.
(Huang et al., 2023)

As highlighted by Murugesan et al.
(2023), artificial intelligence plays an in-
tegral part in onboarding processes.
Chatbots and virtual assistants based on
Al can assist new hires immediately by
providing them with information on IT
business culture, policies, and even tech-
nical support. Al-based technology
onboarding provides quicker adaptation
of new hires into the organization’s cul-
ture. This leads to better decision-mak-
ing, improved organizational performance,
and improved HR operational proce-
dures.

The recruiting and selection process
plays a significant role in the success of
an organization. According to a study by
Arif et al. (2021) job satisfaction, staff
retention, and organizational effective-
ness are all significantly affected by the
recruitment process. Organizations can

enhance profitability, customer satisfac-
tion, and productivity by recruiting and
selecting qualified candidates. A robust
recruitment and selection process can
also attract the best talent and enhance
the employer’s image; therefore, adopt-
ing artificial intelligence is one of the lat-
est trends in recruiting and selecting
employees (Hewage, 2023).

Background of the Study

This study explores the capability of
Al-driven leadership decisions in IT re-
cruitment. The study is worried about
increasing reliance on Al tools for re-
cruitment when making organizational
outcomes. By tracing the evolution of
recruitment practices, the study endeav-
ors to understand how Al reshapes tra-
ditional HR practices and attains the high-
est customer satisfaction using the right
recruitment, which demonstrates the ex-
perience economy. It discusses new de-
velopments in Al technology for their
capability to make things more efficient,
effective and bias-free. As positive as the
potential benefits may be, there is no
abundance of evidence available to show
that Al-enabled recruitment procedures
in IT assisted in the enhancement of re-
cruitment outcomes. Deciding between
investing in and employing this technol-
ogy for recruitment processes has be-
come more challenging due to this ambi-

‘ There is no abundance of evidence
available to show that Al-enabled

recruitment procedures in IT as-

sisted in the enhancement of re-
cruitment outcomes.
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guity for IT organizations. This study
aims to enlighten practitioners and schol-
ars alike, casting light on the intricate
relationship between Al, leadership, and
recruitment practices in the ever-chang-
ing environment of the IT industry. This
research also resonates with the previ-
ous research that was undertaken by
Chen, (2023); Venkatesh et al. (2019);
Albassam, (2023); Dwivedi et al. (2021);
Malin et al. (2023)

Review of Literature

Out of all, one of the most important
aspects of HR management is hiring po-
tential people. Sourcing, screening, and
hiring potential personnel are essential
strategic decisions for an organization’s
growth. Recruiters invest their effort into
pursuing and evaluating prospective can-
didates’ qualifications. The time-consum-
ing process of shortlisting, interviewing,
and evaluating prospective candidates, if
automated using Al, has the potential to
be a game changer (Dixit et al.,
2022).Artificial Intelligence is a com-
puter-based system, or robotic system,
which is designed to process information
and generate outcomes in the same man-
ner that organizational staff utilize their
learning, decision-making, and problem-
solving abilities to accomplish things.
Artificial Intelligence is attracting a great
deal of attention. Potentially, Al is the
algorithmic examination of all types of
processes (Roger, 1987).

Decision-making is a human activity
that has significant impacts. Al-integrated
decision-making is widely used to assist
decision-making in the workplace. Al has

made talent acquisition simpler by col-
lecting the data and sending it to the tal-
ent acquisition group in a simple manner
to analyze data and make decisions based
on the information acquired. Al came into
play as there are numerous amount of
data received that organizations feel can-
not be easily managed. Thus, Al plays a
pivotal role in decision-making. Decision-
making through Al is based on Al fair-
ness, ethics, diversity, and bias. Traditional
recruitment is good, but modern recruit-
ment through AI’s help for scanning and
gathering information about the employ-
ees is beneficial. Decision-making plays
a critical role in the success and achieve-
ment of an organization and therefore,
several companies have begun incorpo-
rating Al into decision-making to lever-
age technological benefits in hiring. (Al-
Alawi et al., 2021)

Technology keeps developing at an
exponential pace. In these situations, nu-
merous IT companies have emerged to
overcome the challenge. To make the most
out of this resource, a company needs to
have productive HRM practices in place.
One great employee will do the work of
several average employees. IT companies
want to hire and retain such individuals.
But doing so is not easy. It requires re-
sources like people and time. They lack
the labour and time they can use in suc-
cessful human resource practices. It ex-
amines Human Resource Management
approaches like employee hiring, job
placement, employee motivation, and HR
decision-making. The remedy involves the
application of various artificial intelligence
technologies to support an organization’s
decision-making (Athukorala et al., 2020).
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The most challenging task of any
management role is identifying an effec-
tive candidate who is qualified enough to
fill the job and has the required skill set
to deliver the organization’s goals and
objectives. Here, Managers are much
needed. Good human resource manag-
ers must understand the goals, strategies,
processes, and conditions of organizations
and plan the pool of candidates for new
millennial employees who can and are
appropriate for themselves within the
organization’s framework (Geetha et al.,
2018).

Al helps companies design jobs that
align with workers’ interests and skill sets,
create SMART goals, and improve em-
ployment by providing scope for profes-
sional development. Al increases
workforce deployment and collaboration,
allowing companies to make informed
decisions that increase the motivation of
employees. Al promotes leadership be-
havior by providing managers with con-
tinuous and real-time feedback and in-
sights, allowing them to find opportuni-
ties for development and serve their
people more effectively. Al can further
allow companies to connect with their
people better by delivering personalized
guidance, improving communication, au-
tomating repetitive tasks, and offering
real-time feedback. Broek et al (2021)
stated in their research that, Human Re-
sources department is the key stake-
holder responsible for making sure that
there was fairness in the recruitment pro-
cess before the deployment of the Al
application. They considered it their duty
to reduce the potential impact of this
moral violation in the workplace and per-

ceived personal prejudice, or the biasing
effect of one’s interests on judgments,
as the biggest threat to justice. The HR
department argued that an unbiased hir-
ing process would yield a greater pool of
talent to draw upon as well, with the
added benefit of being consistent with the
firm’s international mission of workplace
diversity and inclusion.

Analyzing applications is a time-con-
suming and repetitive task for HR de-
partments, making it challenging to pro-
vide equal focus to each candidate. Sen-
sor technology, including cameras and
microphones, gathers and analyzes hu-
man verbal and nonverbal behavior with
the help of AI. An AI derives the
candidate’s personality profile from their
facial expressions, such as smiles, head
movements, and word count in language,
as well as topic modeling, complexity,
variety, and prosodic features like pitch,
intonation, and pauses. The main objec-
tives are to minimize unconscious bias
and enhance consistency in decision-
making.(Kochling et al., 2021).

One of the primary advantages of Al-
based resume screening is the removal
of bias from the hiring process. Hiring
managers can analyze resumes objec-
tively through a single skills intelligence
platform that eliminates the possibility of
recruiting decisions being made based on
human biases, allowing them to make
data-driven, skills-driven decisions. This
is important since Al-driven testing en-
sures that all applicants are assessed
equally and without bias, which is essen-
tial when recruiting for diversity and equal
opportunities. (Chen, 2023)
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Lengthy recruitment processes are a
significant issue for the recruitment sec-
tor, as they often result in top candidates
being lost to competitors with faster re-
cruitment processes. The process of hir-
ing must be streamlined to avoid incon-
venience to recruiters and candidates
alike. According to Gartner (2022), it now
takes 18% longer to fill a vacancy, an
additional two weeks. HR managers can
reduce burdens related to recruitment,
increase productivity, and decrease the
number of rejected job offers by apply-
ing Al to automate mundane tasks. Al is
capable of saving time on different re-
cruitment-related activities such as writ-
ing reports, evaluating applicants, and
communicating with them. Recruiters can
quickly fill vacancies by focusing on the
most suitable candidates using Al sug-
gestions. (Allal-Chérifet al., 2021).

Experience Driven Economy

Artificial Intelligence strategically
enhances customer experiences by
transforming engagement, leveraging
predictive analytics, and enabling per-
sonalized interactions.(Sunday Tubokiri-
furuar Tula et al., 2024). Talent is a core
resource driving competitiveness and
sustainability, and the concept of Talent
Relationship Management emphasizes
building long-term relationships through
positive candidate experiences, which
can enhance employer branding and tal-
ent retention.(Rozman et al., 2023)
Managers are encouraged in the com-
petition of high-value talents to apply
some marketing principles- use frame-
works that would create for them a 4Ps
(Product, Price, Place, and Promotion)

like compelling job offer and long-last-
ing employment relation, thereby im-
proving firm performance stability.
(Schweitzer & Lyons, 2008).Al tech-
nologies, such as machine learning and
natural language processing, have trans-
formed business operations by optimiz-
ing decision-making processes, automat-
ing tasks, and providing valuable insights,
although challenges like data privacy
and algorithmic bias remain.(Rimon,
2024).With digitalization and improve-
ments in Al, recruiting efficiency has
been enhanced greatly. Therefore, man-
agers must adapt Al-enabled recruiting
systems as these are no longer an op-
tion but an essential element, from be-
ing optional to mandatory.(Black & van
Esch, 2020).The accuracy of Al feed-
back, influenced by both HR and mar-
keting strategies such as feedback ori-
entation, enhanced adaptive selling be-
haviors and organizational commitment,
improves employee performance and
customer engagement, which are the key
drivers of the experience-driven
economy(Hall et al., 2022). Al-based
hiring brings the right talent and en-
hances customer satisfaction in the ex-
perience-driven economy.

Research Methodology

Using the Elsevier Scopus database,
a total of 147 publications were found
through advanced Boolean operators.
The search terms used were “Artificial
intelligence (AI),” “Human resources
(HR) or recruiting or hiring,” “Decision
making or leadership hiring,” and “IT in-
dustry or information technology.” A
methodical screening of the records was
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done using the PRISMA framework
(Page et al., 2021). After filtering the
records, a collection of 23 papers was
included in the systematic literature re-
view following the database filtering.
This review provides a comprehensive
evaluation of published works to iden-
tify trends and research gaps.

The final collection of papers was
chosen by the authors using strong in-
clusion and exclusion criteria. Peer-re-
viewed journal publications authored in
English and published between 2019 and
2024 regarding the effectiveness of Al
in leadership hiring met the inclusion cri-
teria. Papers that did not directly address
the effectiveness of Al in hiring leaders
were excluded from consideration. The
147 papers were narrowed down to 23

Fig. 1 PRISMA CHART

papers, and all those papers were entitled
to Python topic modeling using the LDA
approach. The Python coding was run in
Google Colab and all 23 papers are
grouped into five clusters namely Al Al-
gorithms and Human Interaction, Al in
HRM, Al and Decision-making in HRM,
Al in Recruitment and Debiasing, Risk
Management and Al in HRM. All these
five clusters will drive the experience
economy in bringing the utmost customer
satisfaction.

PRISMA Framework

The papers were narrowed down to
147 through systematic evaluations. Fig.
1 demonstrates how the PRISMA frame-
work was adhered to throughout the se-
lection process. An Excel spreadsheet
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Fig. 2 Topic Modeling Approach

Step 1 - data Collection and Preparation

Step Z - Text Preprocessing

Tokenization and Lemmatization

Step 3 - Feature Extraction

Step 4 - Topic Modeling Latent Dirichlet Allocation [LDA)

5tep 5 - Topic Assignment

Step 6 - Visualization

Step 7 - Output and Analysis

was created and a list of 23 journal pub-
lications was organized. Based on their
significance in the body of existing re-
search, the publications were grouped
into five areas after the analysis of the
findings.

The PRISMA framework put for-
ward a methodical summary of the steps
involved in identifying, screening, and in-

cluding studies for a qualitative synthe-
sis of artificial intelligence effectiveness.

Phase 1, Identification of the proce-
dure included the identification of 147
entries using a database search.

Phase 2: Screening comprised the
preliminary evaluation of these 147
records to determine their relevance and
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Fig. 3 - Cluster 1 - AI Algorithms and Human Interaction

alg

professional

connection to the research. In this stage,
86 records were discarded. The full-text
articles were evaluated.

Phase 3: Eligibility and Inclusion in-
volved an in-depth review of the remain-
ing data. This more thorough stage en-
sures that only the best and most relevant
studies are featured, and 38 of the evalu-
ated full-text articles were disqualified.

The final synthesis is built on the most
reliable and relevant data accessible, as
these studies have completed every stage
of the screening and eligibility process.
The papers were organized into indus-
tries, such as banking, education, tour-
ism, COVID-19, healthcare, and human
resources. Only the publications on HR
were chosen from this classification. Still,
articles in the HR category focused on
functions other than Talent Acquisition
and Hiring had been eliminated.

decision e

Ol

: hiring-,”
-—jalgorit
augmentation

thm

hmlc

Mall

Discussion

Al has become an extremely use-
ful asset in HR recruitment by stream-
lining processes, contributing data, and
improving productivity. On the other
side, Al integration in the recruitment
process raises concerns about equity
and the threat of replacing human de-
cision-making. Using Al must be in a
way such that the optimal benefits of
its adoption are achieved while its
weaknesses are minimized and there-
fore creating a balance between tech-
nology and human involvement should
be ensured.

‘ A balance between technology and
human involvement should be en-
sured.

Al tends to help decrease the bar-
riers to entry by taking up basic initial

232

The Indian Journal of Industrial Relations, Vol. 61, No. 2, October 2025



AI-Driven Hiring Decisions

procedures like resume screening or
scheduling interviews. As a result, HR
managers can focus on more value-
adding processes, which include evalu-
ating and engaging candidates. Al
handles numerous datasets in such a
way that humans do not help in making
the right decisions. Hiring purely based
on Al is vulnerable to inequality and
prejudice. During the development
stage, there are lots of responsibilities
for Al systems as they can bias people
if not properly developed and has trans-
formed many aspects of the business
life cycle and operations efficiency, in-
cluding Human Resource management
practices and routines.

Fig. 4 Cluster 2 - AI in HRM

While it improves efficiency by re-
ducing time and inefficiencies, ethical,
legal, and strategic challenges remain,
along with concerns about trust from
employees and management. (Rodgers et
al., 2023).Though AI helps understand
the process, it is important to take the
intervention of people, and HR profes-
sionals, to measure the candidates fit to
the company culture, and degree of in-
terpersonal relations, and conduct inter-
views with applicants. By leveraging the
benefits of both Al and human decision-
making, HR can establish fairer, faster,
and better recruitment processes. The
cultural fit of the applicants will ensure
the customer experiences.

entrepreneurial ® process

. d

automation @

-

The most outstanding advancement
in Human Resources is the application
of artificial intelligence. It increases pro-
ductivity levels, helps in data-driven de-
cision-making, and optimizes human re-
sources processes. The most evident
benefit is in the area of task automa-

tion, with Al helping to take over tedious
processes like scheduling interviews or
distributing the survey. This way, HR
professionals can give more of their
time to the strategic positioning of the
organization in the market and develop-
ing employees. But, at the same time,
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It is crucial that bias does not en-
ter into the design and training of
the algorithm, and that the algo-
rithm outputs are evaluated.

the application of Al in HR presents
other potential problems such as bias
and discrimination. If the Al algorithm
feeds on biased data, then there will be
algorithm-induced discrimination. For
instance, Al-run tools for conducting the
screening of resumes could favor can-
didates from some ethnic groups if ap-
propriate data are not used during de-
velopment. To address these threats, it
is crucial that bias does not enter into
the design and training of the algorithm,
and that the algorithm outputs are evalu-
ated.

Another complication is the concern
that Al could replace some types of hu-
man judgment, in decisions where people
are hired. A key challenge of digital trans-
formation is designing Al and integrating
it into HRM processes in a way that pre-
vents decision-makers from becoming
overly reliant on Al-based decisions.
(Malin et al., 2024).While Al in itself can
be informative, one has to appreciate that
some judgments regarding people’s fit-
ness for a particular position are quite
complex and cannot solely depend on an
Al’s determination. Thus, while appreci-
ating the merits of the technology, HR
will recognize that incorporating Al into
its operations without losing the human
touch in the recruitment process will en-
sure a better experience for the customer
during the marketing process.

Fig. 5 Cluster 3- AI and Decision Making in HRM

gl LG

"human

hrm lII

Al plays an important role in the au-
tomated decision-making process, pro-
viding data-driven insights. The keyword
“Resources” could refer to automated
resource allocation and deploying the
right candidate in the right place based

algorithmic

rﬂléggai

on their profile and expertise. Al can
analyze employee information to deter-
mine which candidates are most valu-
able and who might be leaving the com-
pany based on the experiences which
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they have. Al technology in hiring has a
few drawbacks. If the data used to train
Al is poor, the system may also be poor.
To prevent this, it’s important to follow
the right procedures and policies when
developing Al tools. Al decisions should
be regularly checked to ensure fairness
and accuracy. Another challenge is the
potential of such technologies to substi-
tute human judgment in decision-mak-

ing processes. Intelligent automation
technologies offer a new approach to
managing employees and improving firm
performance, providing both opportuni-
ties and challenges for HRM at techno-
logical and ethical levels, whereas the
impact of automation is evident in the
areas of job rotation, learning and de-
velopment and human-ai interaction.
(Vrontis et al., 2022).

Fig. 6 -Cluster 4 Al in Recruitment and Debiasing

stakeholder
Fecru
stagem
e

talent

The integration of artificial intelli-
gence in the recruitment structure brings
radical changes to the HR processes es-
pecially where bias in recruitment is con-
cerned. Recruitment is affected by un-
conscious bias that affects choices based
on such factors as gender, ethnicity, age,
and even education diversity. By use of
machine learning algorithms, Al can re-
duce bias in recruitment as people are
evaluated based on their qualifications
and skills only. The success of Al in bias
and prejudice in recruitment greatly re-
lies on the accuracy of the data and al-

1tment
nder al

gorithms. In case the training and back-
ground data that is input into these sys-
tems and programs is already biased, it
stands to reason that the resulting Al will
be biased as well. That calls for the ne-
cessity for professionals dealing with
human resources to guide the process of
evaluating Al performance rather than
leaving it to the systems. Al has the po-
tential to enhance diversity management
in organizations by delivering customized
training, identifying areas for skill im-
provement, and decreasing unconscious
bias in hiring and performance reviews.
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Al will improve the efficiency of
procedures like candidate background
screening by relieving the HR special-
ists from the manual effort of doing this
and engaging them with the human side
of the work such as conducting inter-

‘ Al will not replace all of the biases
in hiring practices but will help to \

overcome some of the biases.

views or assessing a cultural fit. Al will
not replace all of the biases in hiring
practices but will help to overcome
some of the biases. The same would
apply as Al gets more entrenched in
recruitment: human resources will have
to keep updating the practices over
time making sure the implementation is
fair and honest and addressing the is-
sues of technology from diversity and
inclusivity.

Fig. 7 Cluster 5- Risk Management and AI in HRM

worker

Artificial Intelligence is transforming
risk management in the field of Human
Resources which addresses the work-
place challenges. It predicts employee
attrition and also identifies the compliance
risks which helps the policymakers in
effective decision making. Al plays a
very important role in the experience
economy through experiences and not
just by transactions. These Al-powered
HR practices will tailor the employee
experiences in personalized learning
which will impact the customers in the

K1

L
tal

w

igi

personalized
fairness

d

right way. The keyword “Skill” shows,
that employees should be adapted to the
ongoing learning in the experience
economy. The Al-driven HR tools iden-
tify the skill gaps and provide individual
upskilling and reskilling plans which im-
proves the experiences of both employ-
ees and the customers. The keyword
“Fairness” shows that Al-driven HR
practices will eliminate biases and pro-
mote Al-driven hiring and transparent
performance evaluations. The rise of ro-
botic process automation (RPA) and Al-
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zational setup is very complex and
dynamic and has begun to depend
on Al-based recruitment which in
turn provides a positive result in
raising customer experience in

$10393§ ISIIAI( UI JUIUWIINIINY PaIdmod-IVv Jo suonednddy :z7 sqeL,

the experience economy. Al in
HR can make the resume screen-
ing process better and ensure the
cultural fit of the candidates in the
organization. In addition to this,

Al in marketing can deliver the
best customer interaction. Al hir-

ing will deliver improved customer
satisfaction. Al-driven recruit-
ment meticulously on board the
candidates making each customer
experience a master piece of sat-
isfaction.

Al in marketing can deliver

the best customer interac-

tion.

Al use in recruitment activi-
ties in the IT industry has dem-

onstrated strong benefits ranging
from improved efficiency to di-
versity and reduction of bias in

237

The Indian Journal of Industrial Relations, Vol. 61, No. 2, October 2025



Murali Ramachandran, LRK Krishnan, T. Harshitha & V Mahalakshmi

delivering enhanced customer experi-
ence. Al application in hiring processes
is a double-edged sword with potential
benefits but also drawbacks. On the other
side, Al can greatly contribute to diver-
sity, fairness, and efficiency in hiring. On
the downside, Al presents some funda-
mental concerns regarding privacy, trans-
parency, and bias. To benefit from Al,
organizations must embrace Al with an
overall understanding of its advantages
and disadvantages, highlighting the bal-
ance between automation and human in-
put towards a holistic and efficient hiring
process. A continuing study, conformity,
and adherence to ethical principles is nec-
essary to utilize Al for IT hiring effec-
tively.
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