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Abstract 

HR automation has changed the game, changing the way firms manage their personnel by throwing out the 

long-established HR protocols. The research explores the topic of HR automation and its potential impact 

on several HR operations such hiring, onboarding, employee data management, payroll, performance 

reviews, and employee engagement. The research highlights the benefits of HR automation, including 

increased productivity, improved accuracy, less manual errors, and greater employee experiences. It 

throws light on the different methodologies and technologies that are used for HR automation including 

data analytics, RPA (Robotic Process Automation), AI and ML. Task automation, internal mobility, and 

staff retention are some of the most popular human resource uses of artificial intelligence. Artificial 

intelligence can help HR managers to accelerate the candidate screening process. The application process 

is made more user friendly to candidates through the use of AI techniques to create better user-friendly 

forms and experiences. This brings in better quality candidates, and also assures that interested people fill 

out their applications. 
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Introduction  

HR automation has turned the game on its head, changing the way firms manage employees and adding a 

new twist to classic HR procedures. Human resources automation is a must-have approach to increase 

productivity, simplify processes and improve the employee experience with modern technology and 

software solutions. 

The use of artificial intelligence (AI) is revolutionizing the recruiting process in human resource 

management (HRM). Artificial intelligence can increase the efficiency and the efficacy of recruiting by 

automating operations that were previously manual such as sourcing applicants, arranging interviews and 

assessing their performance. Many people are utilizing AI to assist with traditional recruitment processes 

because they are so expensive, inefficient and subject to human bias in manual screening. Artificial 

intelligence has become increasingly attractive to organizations as they strive to remain ahead in the 

changing labor market, offering ways to shorten the hiring process and improve decision-making. There 

are many advantages but also many legal, ethical and practical challenges to consider. Artificial intelligence 

systems need to be fair and transparent so they don’t introduce bias. A key worry derives from algorithmic 

bias where AI accidentally perpetuates bias in the data from the past. Many human resources specialists are 

hesitant to adopt standard artificial intelligence systems because they are skeptical about the dependability 

and transparency of algorithmic judgments. The concerns highlight the need for strong ethical norms and 

legal structures to govern the use of AI in the employment process. 
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The aim of HR automation is to leverage technology to automate monotonous and repetitive tasks, enabling 

HR professionals to concentrate on more strategic projects and activities that provide value.4 Automation 

removes time wasting administrative processes, freeing up precious resources to allow human resources 

departments to play a more strategic role in driving organizational performance. Automation will heavily 

impact numerous HR tasks such as recruiting, onboarding, managing employee data, payroll administration, 

performance tracking and employee engagement. Automation is changing these functions, which were 

bogged down by manual data entry, repetitive tasks and study work. 

Businesses are increasingly automating human resources (HR) tasks by employing digital technologies like 

RPA, AI, ML, and data analytics. These technologies facilitate intelligent decision-making, optimized 

processes, and improved data management, all of which contribute to the efficiency and accuracy of HR 

operations. 

Human Resource Management (HRM)  

Human resource management (HRM) is a vital component of successful business strategy. HRM is directed 

toward increasing employee productivity and the company's capacity to compete in the marketplace. But 

the previous methods are no longer adequate to the increasingly complex problems of HRM. With the rapid 

development and wide application of AI, more and more firms are applying artificial intelligence into HRM. 

Artificial Intelligence (AI) is able to scan resumes, filter candidates based on the job requirements and assist 

in decision making throughout the interview process by using big data and machine learning algorithms. 

Artificial intelligence may also measure the flexibility and skills of the candidates by using VR and AR by 

imitating real-life job settings. We want to learn more about how artificial intelligence is being used for 

hiring. In this section, we will review the application of AI to the hiring process to increase its speed and 

quality, with specific focus on screening of resumes, interviewing, and competency assessment. The 

application of artificial intelligence (AI) technology allows enterprises to filter out talents that are more in 

line with the needs of this post, which increases the accuracy and efficiency of recruiting and selection. 

Thus, it is critically vital to research how standard artificial intelligence might be used by HRM to foster 

business growth. 

Automation of human resource management has a lot of advantages. Ensuring data integrity, optimizing 

process efficiency, reducing manual errors. Automation also benefits the employees by streamlining HR 

processes and offering self-service portals for employees to access information, submit requests and engage 

in other HR tasks. It’s creating a culture of autonomy and giving workers more agency.” 

Another benefit of automation is that it enables HRM specialists to employ analytical tools to extract 

meaningful information from HR data. Analyzing human resource management (HRM) data enables 

companies to make data-driven choices, improve talent management, and optimize workforce planning. 

However, HRM automation cannot substitute human intervention. By eliminating regular tasks off their 

plate, HR workers are able to focus on more strategic efforts such as talent acquisition, employee 

development and establishing a wonderful work environment. HRM automation is changing the way firms 

manage their staff. 

Businesses can utilize technology to automate HRM activities and this can lead to enhanced efficiency, 

accuracy and pleasure among staff. In today’s fast-paced technology-driven business environment, 

automation can help HR professionals enable organizations to achieve success through alignment of 

strategic goals, increased employee engagement and simplified processes. 
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Machine Learning (ML)  

AI is a game changer in many sectors and is already making a big difference to how businesses run and the 

decisions they make. Artificial intelligence (AI) has completely revolutionized the recruiting and selection 

processes in the human resource management (HRM) domain by introducing automation, data-driven 

decision making and predictive analytics. More recently, AI-enabled solutions have begun to replace more 

labor-intensive and error-prone manual screening techniques in the employment process. The quality of 

human resources and ultimately the success of the organization is significantly determined by the 

recruitment and selection process. Organizations may review vast volumes of candidate data, pinpoint 

qualified prospects, and eliminate bias in hiring using artificial intelligence technologies such as machine 

learning, natural language processing, and prediction algorithms.  

AI-powered tools can assist with the hiring process and improve decision quality by helping with resume 

screening, candidate sourcing, interview scheduling, and behavioral evaluations. AI has also made 

recruiting much more efficient by reducing both the time-to-hire and the cost-per-hire. Research indicates 

that using AI in recruiting can cut the time it takes to hire someone, create efficiencies in operations and 

free up HR staff to focus more on strategy than administration. Apart from improving employee 

performance and organizational productivity, AI enables organizations to identify the best-fit people by 

analyzing trends and competencies.  

RPA's Role in HR Dept. Operations 

The consequences of the HR department are not excluded from RPA, or robotic process automation. One 

of the numerous ways RPA has transformed HR is: Simplified Administrative Process: The implementation 

of RPA has helped HR departments to automate a lot of dull, time-consuming administrative work. 

Computer programs are now able to increasingly automate human-only processes including data input, 

hiring new employees, payroll processing, and management of employee benefits. It frees up human 

resources to concentrate their time and energy to higher level, more strategic initiatives. The implementation 

of RPA makes the HR procedures efficient and accurate and reduces the chance of human error. Software 

robots are consistent in their precision and efficiency, which minimizes data entry errors, inconsistencies 

and delays. The outcome is faster processing times, greater data quality and compliance.The employee 

experience has been improved in several ways using RPA, helping to improve the overall experience. 

Automation lets workers access self-service portals to seek time off, check HR policy and update their 

personal information. This enables workers to manage HR-related matters themselves and decreases their 

dependence on HR staff. 

Automation Threats from Resistance to Change by Employees If the human resources department and its 

people are used to performing things manually, they can resist change.We need to get buy-in and overcome 

anxieties using effective change management strategies and good communication One of the biggest 

concerns is integration with legacy systems as many existing human resources (HR) systems and 

technologies are not necessarily compatible with automation solutions. The integration of automation 

technologies with legacy systems is a long and challenging process that may require technical knowledge 

and the possibility of system updates/replacements. 

The impact of AI on recruitment and talent acquisition will be seen by these companies in the future. Other 

prominent multinational corporations like Infosys, IBM, EY, Accenture, Deloitte, Unilever, L’Oréal, 

Capgemini, Amazon, Bajaj Allianz, Tech Mahindra, Mindtree, and LinkedIn, along with HR start-ups such 
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as HireVue, Para.ai, Pymetric, Hiretual, Darwinbox, and Dockabl are using AI-powered recruitment tools 

like intelligent applicant tracking systems (ATS), robotic process automation (RPA), recruiter chatbots and 

digital interviews. Many industries have already used AI in the recruitment process and this technology will 

only grow in importance in the coming years as more and more firms undergo full digital transformation. 

The researchers and the study participants are hopeful about the future of AI and its potential for improving 

psychometric and behavioral testing and verifying candidate authenticity. Overall, the report indicates that 

AI will keep impacting recruiting in the future by making it easier, candidates’ experience and talent 

acquisition approaches.  

Review Literature  

Tiwari et al. (2021) mentioned that the existing performance of the company has been improved with the 

help of artificial intelligence technology and daily chores have been successfully performed. At the moment, 

some executives are feeling the pressure and know that AI is essential in the workplace given how fast 

things are changing and how tough the competition is.  

According to Jake Frankenfield (2021), artificial intelligence (AI) refers to machines that can be programed 

to emulate human behavior and mental processes. The word may also be used to describe any machine that 

appears to think like a person: learning and solving issues, for example.  

Chakraborty et al. (2020) Many people, including professionals and students, are considering information 

technology because of its relevance as a tool for many enterprises. Banking, e-commerce and tourism are 

only some examples of modern enterprises that rely significantly on it.  

Bhardwaj et al. (2020). Thanks to the remarkable advances in AI, we now have AI as a part of our daily 

life. This has made the scientists to look at this miracle from every angle in connection with a certain subject 

of research. Unlike now, manufacturing industry is not the driving force in Society 5.0. Rather, it is the 

omnipresence of AI, the Internet of Things, extended reality and robotics in our daily lives.  

"Verma et al. (2019). Srinivas & Bandip The author’s main goal in this research is to understand the role 

of AI in recruitment. According to the author, AI is a big element in picking new hires. The technology 

enables the firm to do a lot of exciting things, like managing employee relations, sending out auto messages 

to candidates, scheduling interviews, and screening applications.  

(Rao, 2019) AI, future of work, human-AI symbiosis in organizational decision making. The team of 

researchers who conducted this study is interested in how valuable AI is to corporate employees. 

Objectives of the study  

1. To Understand the Role of AI And Automation In Key HRM Functions. 

2. To Evaluate the Benefits of AI and its Automation for HRM Professionals. 

Hypothesis of the study  

1. Role of AI and its Automation in Major HRM Functions.  

2. The gains realized by HRM are positively related to the application of Artificial Intelligence (AI) 

and automation. 
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Research Methodology 

The research strategy employed in the investigation was descriptive. Participants were selected using a 

convenience sample. The research instrument used in this study was a questionnaire. The sample was made 

up of responses from 75 members. The statements for the 5-point rating scale and age category are given 

in the questionnaire. Questions 3, 4 and 6: How familiar are you with the concept of artificial intelligence 

(AI) in human resource management (HRM)? What benefits has AI-driven automation brought to HR 

processes (HRM)? What problems or worries do you have with AI in HRM? Which HRM areas do you 

think will benefit the most from AI in the future? Question 7,8 and 9, 10 are opinion based description of 

human involvement in HRM and AI-driven HRM systems accordingly. 7,8 reflects satisfaction with AI's 

performance in recruitment operations. 

Table 1: Competence in Artificial Intelligence for Human Resource Management 

Source Respondent Percentage 

Not familiar 19 25.3% 

Somewhat familiar 48 64% 

Very familiar 8 10.7% 
 

Interpretation 

eight are quite familiar with the concept of ai in human resources and people are relatively familiar with 

the idea of artificial intelligence in human resources. artificial intelligence for human resources concept.  

Table 2: Contentment with the Results of Artificial Intelligence in Recruitment 

Source Respondent Percentage 

Very satisfied 8 10.7 % 

Satisfied 15 20 % 

Neutral 37 49.3 % 

Dissatisfied 13 17.3 % 

Very dissatisfied 2 2.7 % 
 

Interpretation 

This table shows how satisfied people are with the results of using AI during the hiring process. Out of 

seventy-five, only eight are incredibly satisfied, while fifteen are content. Thirty-seven people say they 

don't care either way, thirteen are unhappy, and two are Feeling let down by AI's performance during the 

hiring process. 

Findings 

AI-driven tools have made the recruitment process easier, allowing faster candidate finding, screening and 

interaction. Automated onboarding processes also help new hires report faster integration and improved 

initial satisfaction. 

Improved Performance Management 

Employees are provided with information on their performance through AI-enabled real-time continuous 

feedback systems. Therefore, it creates a culture of continual improvement and mutual support between 

staff and management. 
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Customized Education & Training 

Artificial intelligence systems offer customized training programs that promote interest and the probability 

of skill development. To keep ahead of the competition, firms need to take a proactive strategy for worker 

development. 

The Power of Decisions Driven by Data 

HR departments can use predictive analytics in order to anticipate workforce changes, talent shortages and 

employee churn. It opens the door for more proactive talent management and strategic planning.” 

Data Analysis 

Poorly developed algorithms can make matters a lot worse The data was evaluated by thematic content 

analysis, in which the data was grouped and similarities were found in the literature and case studies. Braun 

and Clarke (2006) provide six phases of thematic analysis: becoming familiar with the data, coding 

interesting material, searching for themes among codes, reviewing the themes, defining and naming themes, 

and producing the report. To assist with ensuring organizational reliability, the researcher manually coded 

the content using the NVivo 14 application. The categories were ordered along higher level subjects such 

as efficiency gains, automated HRM areas, implementation issues, employee resistance, and strategic value. 

In an effort to improve reliability and limit the chance of bias in the findings, researchers made use of 

triangulation of data by repeated commonalities discovered in both professional and academic sources.. 

Implementation of RPA in Core HRM Functions 

Through the use of robotic process automation (RPA), this section investigated which HRM functions were 

most frequently automated across the assessed firms. 

Table 3: Implementation of Robotic Process Automation Across Key Human Resource 

Management Functions 

HRM Function % of Organizations Implementing RPA 

Payroll Processing 91% 

Employee Onboarding 78% 

Leave and Attendance 74% 

Recruitment Screening 69% 

Employee Data Management 66% 

Exit Formalities 43% 
 

Payroll processing was the most automated process, with 91 percent of its firms using RPA to manage the 

regulation of compensation, tax deductions and distribution of payslabs. This was the highest level of 

automation of all the operations. Onboarding followed and that was 78% of the procedure. Bots were used 

at this stage for account creation, document verification and distribution of welcome packs. The mix of 

biometric technology meant that personal experiences with automation in attendance and leave-tracking 

(74 percent) tended to be diverse and spread across the board. RPA was employed in the recruitment 

screening process (69%) to filter in resumes based on previously set criteria. The percentage of exit 

processes that were automated was likewise lower at 43 percent. This is especially true when you consider 

that human judgment is always involved in final interviews and clearances. 
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Table 4: Average Time Saved Per Task After RPA Implementation 

HRM Task Pre-RPA Time 

(minutes) 

Post-RPA Time 

(minutes) 

Time Saved (%) 

Payroll Processing 240 90 62.5% 

Onboarding a New Employee 180 60 66.6% 

Resume Screening (per job) 120 35 70.8% 

Monthly Attendance Processing 150 50 66.6% 

 

RPA helped HRM functions in time saving. Bots could sort through hundreds of resumes in a matter of 

minutes, reducing the time required by more than 70 percent. This was the region in which the biggest 

influence was made. The credentials, emails, and documentation were set up by bots, which cut down the 

time required for the onboarding procedure by 66%. Because of the time savings, human resources staff 

was able to spend time on strategic duties such as engaging people and growing their learning. 

Table 5: Error Rate Has Been Reduced Following the Integration of RPA 

Process Error Rate Before RPA (%) Error Rate After RPA (%) 

Payroll Calculations 12.5 1.3 

Leave Balancing 9.8 1.0 

Tax Deduction Compliance 7.5 0.7 

Employee Record Updates 6.3 0.4 

 

The introduction of RPA has greatly reduced the number of errors in each part of human resources. The 

payroll inaccuracy was found to be between 12.5% and 1.3%. This led to an increase in employee 

confidence and a decrease in the number of complaints that were related to payroll. In the same manner, 

the accuracy of tax computations and leave monitoring has increased, and thus, the chances of incurring 

legal fines have been reduced. These results showed that it is possible for RPA bots to show a constant 

improvement in precision when executed correctly compared to the manual approach. This table 

summarizes the feedback received from human resource managers and executives on the broader strategic 

benefits of RPA integration. 

Discussion  

My research validated RPA as a revolutionary HRM tool. The results showed that RPA was already widely 

employed in managing HR activities, such as payroll, onboarding, time management and talent selection. 

It was in line with the trend of automating HR activities to increase efficiency and accuracy.  

The current literature suggests that RPA is best suited for automating repetitive, rule-based functions related 

to onboarding and payroll, which is consistent with the high level of automation achieved by over 78% of 

the firms assessed. Automation cut the need for human intervention, and improved enforcement of labor 

and tax standards. Payroll and time off automated solutions are helpful for financial industries and 

healthcare, which are both highly regulated. They assist avoid audit expenses and ensure compliance. 

RPA has been itself to be an effective tool in speeding up HR processes, while preserving or even improving 

their quality, by reducing the overall time to complete activities by more than 70%. This is consistent with 

the findings of Heikkil et al. (2023), who discovered that RPA bots may perform the task in minutes rather 

than hours, freeing up HR to concentrate on more urgent matters such as talent development and business 

http://www.ijetsm.com/


    International Journal of Engineering, Technology, Science and Management (IJETSM)     e – ISSN: 3108 - 3234 

      Volume 2 Issue 6, June 2026                                                                                                                  www.ijetsm.com    
                     

                                                                          
26 

culture. Companies that have automated their human resources procedures have always excelled their 

competition in administrative accuracy and reaction speed.  

There were tactical benefits. There was process efficiency. The drastic move of HRM from administrative 

assistance to strategic leadership is reflected in human resources executives reporting that they now have 

more bandwidth to undertake high-level projects. Bain & Company (2024) says that digital HR strategies 

using RPA are more agile, especially during times of corporate transformation or market disruption. RPA 

increases employee engagement and retention, which translates into a speedier resolution of issues and an 

unprecedented rise in service availability. Another common effect cited is an increased employee 

experience.  

But the data also highlighted recurring issues with RPA implementation. Integration with legacy systems 

was most typically cited, with 66% of companies mentioning it. That the older systems, some built on 

obsolete frameworks, were a hurdle for the scalability of automation solutions. In 59% of the cases HR 

professionals opposed the digital transformation, showing the human dimension of the process. “Many 

human resources experts feared losing their jobs and said they needed more open communication and 

training to help them overcome resistance to change.  

Overall, the study provided a complex picture of how RPA, considered as a nice-to-have addition to HRM 

transformation efforts, is now becoming a fundamental part of these programs. RPA proved that technology 

made HR departments nimbler and more strategic business partners, but only with good change 

management that enhanced accuracy and efficiency. But to realize its full potential, firms have to break 

down cultural, institutional and technical hurdles and provide ongoing training and system updates.  

Conclusion  

The advent of “Artificial Intelligence (AI)” and “automation” in HRM has caused a revolutionary revolution 

of labor management and HRM function optimization. "The study highlights a number of benefits, 

including: customized learning and development opportunities, more effective performance management, 

and more simplified onboarding and recruitment. “Technology and human supervision go hand-in-hand to 

keep employees engaged and happy as they like personal contacts” HR personnel must be constantly trained 

and employ effective change management techniques to ease the transition and to handle resistance to new 

technology. Finally, there is a lot of room for HR to improve the productivity of corporations and the 

happiness of employees in an AI-driven future. This strategy helps organizations to fully realize the 

potential of AI and automation, while taking into account ethical considerations, transparency and 

continuous improvement. 
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