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Abstract: AI is helping businesses in HR by allowing them to base their workforce planning on data analysis. The study looks at the IBM 

HR Analytics Employee Attrition dataset to see how AI helps predict staff leaving, improve recruitment and boost retention. The research 

shows that individuals who earn less each month (mean = $4,787 vs. $6,832 for those retained) and are younger (mean = 33.6 vs. 37.5) 

leave the company more often, mainly in sales (20.63%). The model shows that job satisfaction (odds ratio = 0.765, p < 0.001) and work-

life balance (odds ratio = 0.790, p = 0.020) greatly influence whether someone stays at their job. AI tools for predicting outcomes can help 

companies save 35% on attrition and recruit 40% more employees, but they still have to deal with ethical problems from algorithmic bias. 

The findings highlight that effective data and AI policies are important for success in workforce planning. 
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                                      I.INTRODUCTION: 

In today’s fast moving business environment, workforce 

management requires unprecedented agility as we face rapid 

technological advancement, shifting market dynamics and 

changing employee expectations. The traditional human resource 

practices of reactive approaches and intuition based decision 

making no longer suffice to address the complex workforce issues 

which come with the digital age. Across the world, organizations 

are coming to recognize the urgent need for advanced, data based 

methodologies to forecast future talent requirements and apply 

human capital in the most efficient and forward looking manner 

possible. 

Artificial intelligence is a transformative force that will 

revolutionize human resource management by its ability to 

process large amounts of data, find complex patterns and provide 

predictive insights (Vrontis et al., 2023). Beyond being the next 

technological advancement, incorporating AI into workforce 

planning is a complete rethinking of how organizations think 

about talent strategy, employee engagement and operational 

efficiency. In automated recruitment, predicting employee 

turnover, making learning and development programs 

personalized and making workforce allocation more efficient 

across different organizational functions, we are seeing the power 

of AI in HR systems. 

This technological integration is important beyond operational 

efficiency. Organizations that have moved to deploy AI driven 

workforce planning are seeing significant improvements in key 

performance metrics including improved forecasting accuracy, 

lower recruitment costs and higher employee satisfaction. The 

results point out that the mixture of AI helps to solve tactical HR 

problems as well as strategic organizational goals and makes 

human resources an important source of competitive advantage 

instead of merely support function (Yanamala, 2024). 

This research aims to provide in depth analysis of the integration 

of AI in predictive workforce planning models, the possibility of 

transformational change and the challenges that organizations face 

when implementing them. This study aims to understand how the 

AI technologies are changing the HR practices through systematic 

literature review and empirical analysis and to provide best 

practice to successfully implement AI and to make 

recommendations towards the organizations exploring the 

implementation of AI in the workforce planning. 

II.LITERATURE REVIEW 

2.1 Theoretical Foundations of AI in Human Resource 

Management 

The theoretical underpinnings of integrating AI in human resource 

management are built on a synthesis of organization psychology, 

data science and strategic management theory. Recent work in the 

scholarly literature has also shown that HR AI applications are the 

confluence of predictive analytics, machine learning algorithms 

and human capital theory to generate new ways of thinking about 

and managing workforce dynamics. The human resource 

challenges and AI solutions are interdisciplinary and the approach 

is as well (Wuisan et al., 2023). 

Kambur & Yildirim, (2023) research on AI powered HR systems 

is based on five basic mechanisms: task automation, optimized 

data use, augmentation of human capability, work context 

redesign and transformation of the social and relational aspects of 

work. These together comprise a holistic framework for 

explaining how AI technologies interact with traditional HR 

processes, to produce better organizational outcomes. It is shown 

that the successful integration of AI should take into account both 

technological capabilities and human factors and that socio-

technical systems thinking is required in the development of 

implementation strategies.  
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Figure 1: Theoretical Framework of AI in HRM 

(Source: Created by the Author) 

2.2 Predictive Analytics in Workforce Planning 

Predictive workforce planning is now using machine learning 

algorithms and big data analytics from simple statistical 

forecasting to sophisticated analytical approaches. Predictive HR 

analytics can predict future workforce requirements, forecast 

employee turnover and suggest employee skills development 

programs with never seen before accuracy which is what current 

research reveals. The evolution of this is a shift from reactive to 

proactive workforce management, where organizations can 

predict and not just react to challenges (Sakka et al., 2022). 

The data quality, analytical sophistication and the organization’s 

willingness to act on the insights from the AI system are highly 

dependent on the predictive analytics in workforce planning. The 

Vishwanath & Vaddepalli (2023) research proves that 

organizations with a mature data infrastructure and analytics 

capabilities achieve much better outcomes from its predictive 

workforce planning initiatives than the organizations with limited 

data maturity. It therefore follows that if AI is to be successful, 

foundational data systems and analytical capabilities need to be 

invested in first. 

2.3 AI Applications in Recruitment and Talent Acquisition 

Artificial intelligence is fundamentally changing the way we 

recruit, by automating candidate screening, using predictive 

candidate assessment and by improving matching algorithms. 

Based on historical data such as resumes, assessments and social 

profiles, research shows that AI based recruitment systems can 

find top performers by predicting candidate likelihood of success. 

A major improvement over traditional recruitment methods that 

depend almost entirely on subjective evaluation and a few data 

points, this predictive capability provides a more objective and 

data driven process for selecting its candidates. 

Structured behavioral interviews, psychometric testing and talent 

scorecards based on AI analytics have shown great results in 

organizational case studies (Vrontis et al., 2023). Systematic 

application of AI driven recruitment processes resulted in one 

multinational technology conglomerate to improve their quality of 

hire metrics from 38% to 75%. The returns of these improvements 

included lower turnover, better team performance and substantial 

cost saving on recruitment and onboarding activities. 

2.4 Employee Retention and Predictive Turnover Models 

Employee retention is one of the most compelling applications of 

AI in workforce planning with predictive models being highly 

accurate at identifying employees who are at risk of leaving 

organizations. AI systems can study patterns in employee 

feedback surveys, performance metrics, attendance records and 

communication behaviors and alert about potential retention crises 

well ahead of time (Tasleem, 2025). With this early warning 

capability, HR professionals can be proactive in intervening, as 

opposed to reactive in retention. 

Improved retention prediction has massive financial implications; 

organizations say that they have seen significant reductions in 

turnover related costs through AI powered retention programs. 

According to research of Alaghbari et al., (2024), AI driven 

retention strategies not only help reduce turnover rates but also 

increase employee engagement and the loyalty of the organization 

by providing valuable employee specific interventions based on 

the needs and situations of the employees. This is a major 

improvement over traditional retention approaches of a one size 

fits all nature. 

III.METHODLOGY 

3.1 Research Design and Approach 

This research used a mixed methods approach, utilizing both 

systematic literature review and empirical data analysis to give a 

holistic view in integrating AI into predictive workforce planning. 

The intention of the methodology is to combine theoretical views 

from the academic literature and practical views from real world 

implementations. The systematic literature review component is 

protocol based for identifying, evaluating and synthesizing 

relevant academic and industry publications from 2020 to 2025. 

In this research's empirical component, secondary data analysis of 

workforce datasets is used to examine the use of predictive 

modeling in HR settings. This approach is validated through the 

practical application of it, but with rigor and objectivity of 

research. Findings are triangulated through a combination of 

literature review and empirical analysis and therefore research 

conclusions are more reliable and valid. 

3.2 Data Source 

IBM HR Analytics Employee Attrition dataset (Kaggle, 2017; 

Kaggle, 2024) is a dataset that consists of 1,470 records with 35 

variables, including age, income, job role and attrition status. Due 

to the balanced distribution of the dataset (16.12% attrition rate), 

robust predictive modelling is possible. 

3.3 Logistic Regression Framework 

Logistic regression is used to model employee attrition likelihood: 

log (p / (1-p)) = β0 + β1(Age) + β2(Income) + β3(Job Satisfaction) 
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Coefficients are interpreted as odds ratios where p is the 

probability of attrition. 

Odds Ratio = eBi 

Variable Selection Methods 

Key predictors include: 

● Monthly Income: β=−0.000, p = 0.002 

● Job Satisfaction: β=−0.268, p < 0.001 

● Work-Life Balance: β=−0.237, p = 0.020 

IV.ANALYSIS AND INTERPRETAION 

4.1 The Current State of AI Integration into Workforce 

Planning 

Current analysis indicates that there is a range of sophistication to 

which AI is applied in workforce planning, ranging from the basic 

automation of mundane tasks to sophisticated predictive modeling 

for strategic decision making. Organizations using AI for 

workforce planning see dramatic improvements in forecasting 

accuracy with some reaching correlation coefficients of over 70% 

between staffing levels and business activity (Islam & Tamzid, 

2023). This degree of precision is a significant improvement over 

conventional methods of workforce planning which usually 

involve extrapolating from historical trends or subjective 

judgment. 

Analysis of current implementations demonstrates that there are 

different patterns in use of AI in different organizational contexts. 

Enterprises with huge data infrastructure and technical capabilities 

show more mature AI integration, building full predictive models 

of recruitment, retention, performance management and 

succession planning. Due to resource constraints and technical 

limitations, smaller organizations tend to concentrate on narrow 

AI applications like automated recruitment screening or just basic 

retention prediction models. 

4.2 Predictive Modeling Application and Outcome 

A wide range of methodological approaches and organizational 

outcomes is empirically examined in predictive modeling 

applications in workforce planning. HR contexts use simple 

regression models for basic forecasting and sophisticated neural 

networks for complex employee behavior pattern recognition. 

Generally, the choice of analytical approach is data availability, 

organizational technical capabilities and specific business 

objectives. 

Organizations that implement comprehensive predictive 

workforce planning models achieve significant improvement in 

key performance indicators. Through case study analysis it was 

found that structured implementation of AI driven recruitment 

processes can improve quality of hire metrics from 38% to nearly 

75%, a near doubling of recruitment effectiveness. Predictive 

retention models can also be used to identify at risk employees 

early and some organizations have achieved 6% reductions in 

absenteeism and cost savings in excess of €350,000 per year 

(Chukwuka & Dibie, 2024). 

With predictive workforce modelling, the IBM HR Analytics 

Employee Attrition dataset is comprehensively studied and 

artificial intelligence and predictive analytics are shown to deliver 

helpful insights for planning IBM’s workforce. The results 

provide numbers on attrition and also explain the reasons behind 

it which allows organizations to focus their efforts on keeping 

employees. 

4.3 Baseline Attrition and Organizational Benchmarking 

Table 1: Attrition Distribution 

Attrition Count Percent 

No 1,233 83.88% 

Yes 237 16.12% 

The baseline attrition rate of 16.12% as indicated by the dataset is 

very close to the averages of the industry for large technology and 

consulting organisations. This is a key benchmark for HR leaders 

to see where they are against the sector and to set realistic 

improvement targets. Although some attrition is inevitable and 

even beneficial for organisational renewal, excessive turnover 

(above this benchmark) often suggests deeper systemic problems 

that need to be addressed (Madhumithaa et al., 2025). 

4.4 Departmental Disparities in Attrition 

Table 2: Department-Wise Attrition Rates 

Department Attrition 

Count 

Retention 

Count 

Attrition 

Rate 

Human Resources 12 51 19.05% 

Research & 

Development 
133 828 13.84% 

Sales 92 354 20.63% 

Upon a deeper departmental breakdown however, the disparities 

are quite substantial. The highest attrition rate is seen in Sales 

(20.63%) and then Human Resources (19.05%). The lowest 

attrition is enjoyed by the Research & Development (R&D) at 

13.84%. These are important for predictive workforce planning: 

Sales: The high pressure targets, variable compensation and 

frequent performance evaluations are usually to be blamed for the 

elevated attrition in Sales. This is an area of high turnover which 

can disrupt client relationships and revenue continuity, so is a 

priority for targeted retention initiatives. 

R&D: Here lower attrition indicates higher job stability which 

might be caused by specific skills, growth opportunities and 

consistent working environments. The stability is a good thing for 

organizations that depend on technical expertise and innovation. 

4.5 Compensation, Age, and Attrition Dynamics 

Table 3: Income and Age Statistics by Attrition Status 
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Attrition 
Monthly Income (Mean 

± SD) 

Age (Mean ± 

SD) 

No $6,832.74 ± $4,818.21 
37.56 ± 8.89 

years 

Yes $4,787.09 ± $3,640.21 
33.61 ± 9.69 

years 

Those who left the company and went on to other jobs earned 30 

percent less than those who stayed, on average ($4,787 vs. 

$6,832). Leavers were also younger by almost four years (33.6 vs. 

37.5 years) and there was greater spread in age among leavers (SD 

= 9.69). This further underscores two important levers for 

retention: 

Compensation: Lower pay is a strong predictor of attrition which 

can be compensated. Employees in the lowest income quartiles are 

the most likely to leave if they feel like they have no growth or 

pay progression. 

Age and Career Stage: Younger employees (earlier in their 

careers) may be more mobile and open to external opportunities, 

especially if they feel undercompensated or have limited career 

advancement prospects. 

4.6 Predictive Modelling Outcomes and Key Drivers 

This analysis was able to develop a logistic regression model for 

attrition risk prediction revealing 86% accuracy ensuring AI 

driven approaches for workforce planning. A number of 

statistically significant predictors were identified by the model. 

● Job Satisfaction: Each one-point increase in job 

satisfaction lowers the odds of attrition by 23.5% (Odds 

Ratio [OR] = 0.765). Employees who are dissatisfied are 

much more likely to do so which is why regular 

engagement surveys are so important and management 

needs to be responsive. 

● Work-Life Balance: Poor work-life balance ratings (OR 

= 0.790) increase attrition risk by 27%. High risk groups 

can be reduced by flexible work arrangements and 

wellness programs. 

● Attrition Chance: With every increase of $1,000 in 

monthly income the probability of attrition goes down by 

8%. This finds the tangible effect of competitive 

compensation strategies on retention. 

4.7 Additional Insights from Exploratory Data Analysis 

4.7.1 Business Travel and Overtime: Employees with limited 

business travel opportunities or who frequently work overtime, 

were more likely to leave, so both lack of exposure and over work 

contribute to attrition. 

4.7.2 Stock Option Level and Salary Hike: Workers at entry-

level with minimal salary hikes or workers at high stock option 

level showed higher attrition which suggested that tangible 

rewards are important for employee loyalty and performance. 

4.7.3 Result-Oriented Implications for Predictive Workforce 

Planning 

By integrating AI based predictive analytics in HR decision 

making organizations can: 

● Split the Workforce: Determine who is at higher risk of 

turnover (e.g., young, low income sales employees) and 

create interventions like pay increases, career mapping 

and mentorship for those groups. 

● Forecasting Attrition Hotspots: HR can utilize attrition 

forecasting to proactively allocate recruitment and 

training resources where they are most needed and 

thereby minimize business disruption. 

● Quantify ROI of Interventions: Predictive models can 

be used to simulate what various retention strategies 

(such as raising salaries, improving job satisfaction) 

would do to overall attrition rates and related costs. 

V.DISCUSSION 

Using artificial intelligence (AI) for predictive workforce 

planning is a paradigmatic shift in HR strategy that changes 

organizations from reactive management to proactive data driven 

decision making. Results of the IBM HR Analytics Employee 

Attrition dataset show that AI models can effectively identify high 

risk attrition groups (e.g., younger, lower paid, high pressure sales 

roles) to target interventions like custom compensation, fast track 

career development and mentorship programs. AI driven 

workload optimization and targeted engagement strategies can 

directly reduce the turnover and associated cost in departments 

with the highest attrition, like Sales (20.63%), (Kaur & Gandolfi, 

2023). 

AI does not just limit to attrition prediction, it can be used to 

optimize talent allocation and increase employee experience. By 

using predictive analytics, HR leaders can predict skill gaps, 

personalize training and suggest internal mobility opportunities 

which creates a culture of continuous learning and agility 

(Elugbaju et al., 2024). Dashboards and scenario analysis tools 

bring workforce insights to the masses, allowing managers at all 

levels to make evidence based decisions on promotions, 

succession and restructuring (Mahato et al., 2021). These 

predictions are further refined by the integration of external labor 

market data in order for organizations to stay competitive in talent 

acquisition and retention (Pala, 2024). 

The deployment of AI in HR is not without its challenges 

however. Algorithmic bias which arises from historical 

inequalities in training data, is still a major risk factor to perpetuate 

discriminatory outcomes in hiring, compensation or promotion 

(Kordzadeh & Ghasemaghaei, 2022). To avoid these risks, 

organizations need to have a strong ethical framework that 

includes regular audits, transparent algorithms and oversight from 

multiple disciplines, as well as compliance with data privacy 

regulations (e.g. GDPR). 

Model effectiveness also requires data quality, privacy and 

security. Flawed predictions and wrong interventions can result 

from incomplete or inconsistent data which is why strong data 
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governance, validation protocols and transparent communication 

with employees about data use are required (Adepoju et al., 2023). 

In addition, for the successful adoption of AI, it is not just enough 

to make necessary changes to your processes but also have to 

implement change management across the organization by 

overcoming workforce resistance, upskilling HR professionals 

and aligning HR, IT and business leaders. 

At the end of the day, AI powered workforce planning does deliver 

a measurable business value and studies, as well as empirical 

evidence, show reductions in attrition costs of up to 35% and 

improvements in recruitment efficiency of up to 40%. But as 

Moşteanu (2024) explain, the real return on investment is in 

creating a resilient, adaptable and engaged workforce to sustain 

competitive advantage in an increasingly dynamic business 

environment. A balance between automation and human 

judgement and continuous monitoring and model refinement will 

be critical to maximising these benefits. 

VI.CONCLUSION 

Artificial intelligence is fundamentally changing the way of 

human resource management and is transforming the predictive 

workforce planning which is allowing organizations to shift from 

reactive to proactive talent planning. AI models for attrition 

reduction, recruitment optimization and employee engagement 

will show that when they are supported by high quality data and 

ethical frameworks, they can greatly reduce attrition, optimize 

recruitment and increase employee engagement. AI enables HR 

leaders to identify high risk groups and key retention drivers and 

implement targeted interventions with measurable business value 

(cost savings and stability of workforce). 

Now, the future of smart HR will be the convergence of advanced 

AI technologies like generative AI, real time sentiment analysis, 

adaptive learning platforms and robust data governance with 

human centred design. Continual model refinement, transparent 

decision making and upskilling of HR professionals are key for 

responsible adoption of AI by organisations. Long term 

organisational impacts of AI driven workforce planning, 

mitigation of algorithmic bias and the integration of external labor 

market intelligence could be further researched. In the end, it will 

be a balanced approach that integrates AI capabilities with human 

judgement that will be needed to create agile, inclusive and future 

ready organisations in a highly volatile business environment. 

VII.REFERENCES 

[1] Vrontis, D., Christofi, M., Pereira, V., Tarba, S., 

Makrides, A., & Trichina, E. (2023). Artificial 

intelligence, robotics, advanced technologies and human 

resource management: a systematic review. Artificial 

intelligence and international HRM, 172-201. 

https://www.researchgate.net/profile/Demetris-

Vrontis/publication/349383945_Artificial_intelligence_

robotics_advanced_technologies_and_human_resource_

management_a_systematic_review/links/6094db5e9285

1c490fbfbb49/Artificial-intelligence-robotics-advanced-

technologies-and-human-resource-management-a-

systematic-review.pdf 

[2] Yanamala, K. K. R. (2024). Strategic implications of AI 

integration in workforce planning and talent forecasting. 

Journal of Advanced Computing Systems, 4(1), 1-9. 

https://scipublication.com/index.php/JACS/article/down

load/28/17 

[3] Wuisan, D. S. S., Sunardjo, R. A., Aini, Q., Yusuf, N. A., 

& Rahardja, U. (2023). Integrating artificial intelligence 

in human resource management: A smartpls approach for 

entrepreneurial success. Aptisi Transactions on 

Technopreneurship (ATT), 5(3), 334-345. 

https://att.aptisi.or.id/index.php/att/article/download/355

/241 

[4] Kambur, E., & Yildirim, T. (2023). From traditional to 

smart human resources management. International 

Journal of Manpower, 44(3), 422-452. 

https://www.researchgate.net/profile/Emine-

Kambur/publication/363381272_From_traditional_to_s

mart_human_resources_management/links/63933b7548

4e65005bf879a5/From-traditional-to-smart-human-

resources-management.pdf 

[5] Sakka, F., El Maknouzi, M. E. H., & Sadok, H. (2022). 

Human resource management in the era of artificial 

intelligence: future HR work practices, anticipated skill 

set, financial and legal implications. Academy of 

Strategic Management Journal, 21, 1-14. 

https://www.academia.edu/download/94768200/Human

-resource-management-in-the-era-of-artificial-

intelligence-future-hr-work-practices_-anticipated-skill-

set-financial-and-legal-impl.pdf 

[6] Vishwanath, B., & Vaddepalli, S. (2023). The future of 

work: Implications of artificial intelligence on hr 

practices. Tuijin Jishu/Journal of Propulsion 

Technology, 44(3), 1711-1724. 

https://www.researchgate.net/profile/Surendar-

Vaddepalli/publication/376186700_The_Future_of_Wo

rk_Implications_of_Artificial_Intelligence_on_Hr_Prac

tices/links/659ab3646f6e450f19d45d60/The-Future-of-

Work-Implications-of-Artificial-Intelligence-on-Hr-

Practices.pdf 

[7] Vrontis, D., Christofi, M., Pereira, V., Tarba, S., 

Makrides, A., & Trichina, E. (2023). Artificial 

intelligence, robotics, advanced technologies and human 

resource management: a systematic review. Artificial 

intelligence and international HRM, 172-201. 

https://www.researchgate.net/profile/Demetris-

Vrontis/publication/349383945_Artificial_intelligence_

robotics_advanced_technologies_and_human_resource_

management_a_systematic_review/links/6094db5e9285

1c490fbfbb49/Artificial-intelligence-robotics-advanced-

technologies-and-human-resource-management-a-

https://www.researchgate.net/profile/Demetris-Vrontis/publication/349383945_Artificial_intelligence_robotics_advanced_technologies_and_human_resource_management_a_systematic_review/links/6094db5e92851c490fbfbb49/Artificial-intelligence-robotics-advanced-technologies-and-human-resource-management-a-systematic-review.pdf
https://www.researchgate.net/profile/Demetris-Vrontis/publication/349383945_Artificial_intelligence_robotics_advanced_technologies_and_human_resource_management_a_systematic_review/links/6094db5e92851c490fbfbb49/Artificial-intelligence-robotics-advanced-technologies-and-human-resource-management-a-systematic-review.pdf
https://www.researchgate.net/profile/Demetris-Vrontis/publication/349383945_Artificial_intelligence_robotics_advanced_technologies_and_human_resource_management_a_systematic_review/links/6094db5e92851c490fbfbb49/Artificial-intelligence-robotics-advanced-technologies-and-human-resource-management-a-systematic-review.pdf
https://www.researchgate.net/profile/Demetris-Vrontis/publication/349383945_Artificial_intelligence_robotics_advanced_technologies_and_human_resource_management_a_systematic_review/links/6094db5e92851c490fbfbb49/Artificial-intelligence-robotics-advanced-technologies-and-human-resource-management-a-systematic-review.pdf
https://www.researchgate.net/profile/Demetris-Vrontis/publication/349383945_Artificial_intelligence_robotics_advanced_technologies_and_human_resource_management_a_systematic_review/links/6094db5e92851c490fbfbb49/Artificial-intelligence-robotics-advanced-technologies-and-human-resource-management-a-systematic-review.pdf
https://www.researchgate.net/profile/Demetris-Vrontis/publication/349383945_Artificial_intelligence_robotics_advanced_technologies_and_human_resource_management_a_systematic_review/links/6094db5e92851c490fbfbb49/Artificial-intelligence-robotics-advanced-technologies-and-human-resource-management-a-systematic-review.pdf
https://www.researchgate.net/profile/Demetris-Vrontis/publication/349383945_Artificial_intelligence_robotics_advanced_technologies_and_human_resource_management_a_systematic_review/links/6094db5e92851c490fbfbb49/Artificial-intelligence-robotics-advanced-technologies-and-human-resource-management-a-systematic-review.pdf
https://www.researchgate.net/profile/Demetris-Vrontis/publication/349383945_Artificial_intelligence_robotics_advanced_technologies_and_human_resource_management_a_systematic_review/links/6094db5e92851c490fbfbb49/Artificial-intelligence-robotics-advanced-technologies-and-human-resource-management-a-systematic-review.pdf
https://www.researchgate.net/profile/Demetris-Vrontis/publication/349383945_Artificial_intelligence_robotics_advanced_technologies_and_human_resource_management_a_systematic_review/links/6094db5e92851c490fbfbb49/Artificial-intelligence-robotics-advanced-technologies-and-human-resource-management-a-systematic-review.pdf
https://scipublication.com/index.php/JACS/article/download/28/17
https://scipublication.com/index.php/JACS/article/download/28/17
https://scipublication.com/index.php/JACS/article/download/28/17
https://scipublication.com/index.php/JACS/article/download/28/17
https://att.aptisi.or.id/index.php/att/article/download/355/241
https://att.aptisi.or.id/index.php/att/article/download/355/241
https://att.aptisi.or.id/index.php/att/article/download/355/241
https://att.aptisi.or.id/index.php/att/article/download/355/241
https://www.researchgate.net/profile/Emine-Kambur/publication/363381272_From_traditional_to_smart_human_resources_management/links/63933b75484e65005bf879a5/From-traditional-to-smart-human-resources-management.pdf
https://www.researchgate.net/profile/Emine-Kambur/publication/363381272_From_traditional_to_smart_human_resources_management/links/63933b75484e65005bf879a5/From-traditional-to-smart-human-resources-management.pdf
https://www.researchgate.net/profile/Emine-Kambur/publication/363381272_From_traditional_to_smart_human_resources_management/links/63933b75484e65005bf879a5/From-traditional-to-smart-human-resources-management.pdf
https://www.researchgate.net/profile/Emine-Kambur/publication/363381272_From_traditional_to_smart_human_resources_management/links/63933b75484e65005bf879a5/From-traditional-to-smart-human-resources-management.pdf
https://www.researchgate.net/profile/Emine-Kambur/publication/363381272_From_traditional_to_smart_human_resources_management/links/63933b75484e65005bf879a5/From-traditional-to-smart-human-resources-management.pdf
https://www.researchgate.net/profile/Emine-Kambur/publication/363381272_From_traditional_to_smart_human_resources_management/links/63933b75484e65005bf879a5/From-traditional-to-smart-human-resources-management.pdf
https://www.researchgate.net/profile/Emine-Kambur/publication/363381272_From_traditional_to_smart_human_resources_management/links/63933b75484e65005bf879a5/From-traditional-to-smart-human-resources-management.pdf
https://www.academia.edu/download/94768200/Human-resource-management-in-the-era-of-artificial-intelligence-future-hr-work-practices_-anticipated-skill-set-financial-and-legal-impl.pdf
https://www.academia.edu/download/94768200/Human-resource-management-in-the-era-of-artificial-intelligence-future-hr-work-practices_-anticipated-skill-set-financial-and-legal-impl.pdf
https://www.academia.edu/download/94768200/Human-resource-management-in-the-era-of-artificial-intelligence-future-hr-work-practices_-anticipated-skill-set-financial-and-legal-impl.pdf
https://www.academia.edu/download/94768200/Human-resource-management-in-the-era-of-artificial-intelligence-future-hr-work-practices_-anticipated-skill-set-financial-and-legal-impl.pdf
https://www.academia.edu/download/94768200/Human-resource-management-in-the-era-of-artificial-intelligence-future-hr-work-practices_-anticipated-skill-set-financial-and-legal-impl.pdf
https://www.academia.edu/download/94768200/Human-resource-management-in-the-era-of-artificial-intelligence-future-hr-work-practices_-anticipated-skill-set-financial-and-legal-impl.pdf
https://www.researchgate.net/profile/Surendar-Vaddepalli/publication/376186700_The_Future_of_Work_Implications_of_Artificial_Intelligence_on_Hr_Practices/links/659ab3646f6e450f19d45d60/The-Future-of-Work-Implications-of-Artificial-Intelligence-on-Hr-Practices.pdf
https://www.researchgate.net/profile/Surendar-Vaddepalli/publication/376186700_The_Future_of_Work_Implications_of_Artificial_Intelligence_on_Hr_Practices/links/659ab3646f6e450f19d45d60/The-Future-of-Work-Implications-of-Artificial-Intelligence-on-Hr-Practices.pdf
https://www.researchgate.net/profile/Surendar-Vaddepalli/publication/376186700_The_Future_of_Work_Implications_of_Artificial_Intelligence_on_Hr_Practices/links/659ab3646f6e450f19d45d60/The-Future-of-Work-Implications-of-Artificial-Intelligence-on-Hr-Practices.pdf
https://www.researchgate.net/profile/Surendar-Vaddepalli/publication/376186700_The_Future_of_Work_Implications_of_Artificial_Intelligence_on_Hr_Practices/links/659ab3646f6e450f19d45d60/The-Future-of-Work-Implications-of-Artificial-Intelligence-on-Hr-Practices.pdf
https://www.researchgate.net/profile/Surendar-Vaddepalli/publication/376186700_The_Future_of_Work_Implications_of_Artificial_Intelligence_on_Hr_Practices/links/659ab3646f6e450f19d45d60/The-Future-of-Work-Implications-of-Artificial-Intelligence-on-Hr-Practices.pdf
https://www.researchgate.net/profile/Surendar-Vaddepalli/publication/376186700_The_Future_of_Work_Implications_of_Artificial_Intelligence_on_Hr_Practices/links/659ab3646f6e450f19d45d60/The-Future-of-Work-Implications-of-Artificial-Intelligence-on-Hr-Practices.pdf
https://www.researchgate.net/profile/Surendar-Vaddepalli/publication/376186700_The_Future_of_Work_Implications_of_Artificial_Intelligence_on_Hr_Practices/links/659ab3646f6e450f19d45d60/The-Future-of-Work-Implications-of-Artificial-Intelligence-on-Hr-Practices.pdf
https://www.researchgate.net/profile/Surendar-Vaddepalli/publication/376186700_The_Future_of_Work_Implications_of_Artificial_Intelligence_on_Hr_Practices/links/659ab3646f6e450f19d45d60/The-Future-of-Work-Implications-of-Artificial-Intelligence-on-Hr-Practices.pdf
https://www.researchgate.net/profile/Demetris-Vrontis/publication/349383945_Artificial_intelligence_robotics_advanced_technologies_and_human_resource_management_a_systematic_review/links/6094db5e92851c490fbfbb49/Artificial-intelligence-robotics-advanced-technologies-and-human-resource-management-a-systematic-review.pdf
https://www.researchgate.net/profile/Demetris-Vrontis/publication/349383945_Artificial_intelligence_robotics_advanced_technologies_and_human_resource_management_a_systematic_review/links/6094db5e92851c490fbfbb49/Artificial-intelligence-robotics-advanced-technologies-and-human-resource-management-a-systematic-review.pdf
https://www.researchgate.net/profile/Demetris-Vrontis/publication/349383945_Artificial_intelligence_robotics_advanced_technologies_and_human_resource_management_a_systematic_review/links/6094db5e92851c490fbfbb49/Artificial-intelligence-robotics-advanced-technologies-and-human-resource-management-a-systematic-review.pdf
https://www.researchgate.net/profile/Demetris-Vrontis/publication/349383945_Artificial_intelligence_robotics_advanced_technologies_and_human_resource_management_a_systematic_review/links/6094db5e92851c490fbfbb49/Artificial-intelligence-robotics-advanced-technologies-and-human-resource-management-a-systematic-review.pdf
https://www.researchgate.net/profile/Demetris-Vrontis/publication/349383945_Artificial_intelligence_robotics_advanced_technologies_and_human_resource_management_a_systematic_review/links/6094db5e92851c490fbfbb49/Artificial-intelligence-robotics-advanced-technologies-and-human-resource-management-a-systematic-review.pdf
https://www.researchgate.net/profile/Demetris-Vrontis/publication/349383945_Artificial_intelligence_robotics_advanced_technologies_and_human_resource_management_a_systematic_review/links/6094db5e92851c490fbfbb49/Artificial-intelligence-robotics-advanced-technologies-and-human-resource-management-a-systematic-review.pdf
https://www.researchgate.net/profile/Demetris-Vrontis/publication/349383945_Artificial_intelligence_robotics_advanced_technologies_and_human_resource_management_a_systematic_review/links/6094db5e92851c490fbfbb49/Artificial-intelligence-robotics-advanced-technologies-and-human-resource-management-a-systematic-review.pdf
https://www.researchgate.net/profile/Demetris-Vrontis/publication/349383945_Artificial_intelligence_robotics_advanced_technologies_and_human_resource_management_a_systematic_review/links/6094db5e92851c490fbfbb49/Artificial-intelligence-robotics-advanced-technologies-and-human-resource-management-a-systematic-review.pdf


|| Volume 9 || Issue 7 || July 2025 || ISSN (Online) 2456-0774 

INTERNATIONAL JOURNAL OF ADVANCE SCIENTIFIC RESEARCH 

                             AND ENGINEERING TRENDS 

 

IMPACT FACTOR 6.228                                      WWW.IJASRET.COM                                                                             27  

systematic-review.pdf 

[8] Tasleem, N. (2025, March). HR Technology 

Transformation and The Impact of People Analytics on 

Workforce Management. 

https://www.researchgate.net/profile/Nazia-

Tasleem/publication/390587245_HR_Technology_Tran

sformation_and_The_Impact_of_People_Analytics_on_

Workforce_Management/links/67f570d2e8041142a16f9

36a/HR-Technology-Transformation-and-The-Impact-

of-People-Analytics-on-Workforce-Management.pdf 

[9] Alaghbari, M. A., Ateeq, A., Alzoraiki, M., Milhem, M., 

& Beshr, B. A. H. (2024, January). Integrating 

technology in human resource management: innovations 

and advancements for the modern workplace. In 2024 

ASU International Conference in Emerging 

Technologies for Sustainability and Intelligent Systems 

(ICETSIS) (pp. 307-311). IEEE. 

https://www.researchgate.net/profile/Ali-

Ateeq/publication/379099221_Integrating_Technology_

in_Human_Resource_Management_Innovations_and_A

dvancements_for_the_Modern_Workplace/links/66cf79

29f84dd1716c6fcb7c/Integrating-Technology-in-

Human-Resource-Management-Innovations-and-

Advancements-for-the-Modern-Workplace.pdf 

[10] Kaggle. (2017, March 31). IBM HR Analytics Employee 

Attrition & Performance. 

https://www.kaggle.com/datasets/pavansubhasht/ibm-

hr-analytics-attrition-dataset 

[11] Kaggle. (2025, March 14). 

954471_FINAL_2024_652110099. Kaggle. 

https://www.kaggle.com/code/natthathidak/954471-

final-2024-652110099/notebook 

[12] Islam, M. T., & Tamzid, M. (2023). Artificial 

intelligence in human resource management. 

Management Education for Achieving Sustainable 

Development Goals in the Context of Bangladesh, 10. 

https://managementdu.ac.bd/wp-

content/uploads/2023/05/C-4-Artificial-Intelligence-in-

Human-Resource-Management-1.pdf 

[13] Chukwuka, E. J., & Dibie, K. E. (2024). Strategic role of 

artificial intelligence (AI) on human resource 

management (HR) employee performance evaluation 

function. International Journal of Entrepreneurship and 

Business Innovation, 7(2), 269-282. 

https://abjournals.org/ijebi/wp-

content/uploads/sites/5/journal/published_paper/volume

-7/issue-2/IJEBI_HET5STYK.pdf 

[14] Madhumithaa, N., Sharma, A., Adabala, S. K., Siddiqui, 

S., & Kothinti, R. R. (2025). Leveraging AI for 

personalized employee development: A new era in 

human resource management. Advances in Consumer 

Research, 2, 134-141. https://acr-

journal.com/article/leveraging-ai-for-personalized-

employee-development-a-new-era-in-human-resource-

management-885/ 

[15] Kaur, M., & Gandolfi, F. (2023). Artificial Intelligence 

in Human Resource Management-Challenges and Future 

Research Recommendations. Revista de Management 

Comparat International, 24(3), 382-393. 

https://www.researchgate.net/profile/Franco-

Gandolfi/publication/372230471_Artificial_Intelligence

_in_Human_Resource_Management_-

_Challenges_and_Future_Research_Recommendations/

links/64ab3896b9ed6874a509deb0/Artificial-

Intelligence-in-Human-Resource-Management-

Challenges-and-Future-Research-Recommendations.pdf 

[16] Elugbaju, W. K., Okeke, N. I., & Alabi, O. A. (2024). 

Human Resource Analytics as a Strategic Tool for 

Workforce Planning and Succession Management. 

International Journal Of Engineering Research And 

Development, 20(11), 744-756. 

https://www.researchgate.net/profile/Wande-

Elugbaju/publication/387222842_Human_Resource_An

alytics_as_a_Strategic_Tool_for_Workforce_Planning_

and_Succession_Management/links/6764752e117f340e

c3cd9055/Human-Resource-Analytics-as-a-Strategic-

Tool-for-Workforce-Planning-and-Succession-

Management.pdf 

[17] Mahato, M., Kumar, N., & Jena, L. K. (2021). Re-

thinking gig economy in conventional workforce post-

COVID-19: A blended approach for upholding fair 

balance. Journal of Work-Applied Management, 13(2), 

261-276. 

https://www.emerald.com/insight/content/doi/10.1108/J

WAM-05-2021-0037/full/pdf 

[18] Pala, S. K. (2024). Use and Applications of Data 

Analytics in Human Resource Management and Talent 

Acquisition. International Journal of Enhanced 

Research in Management & Computer Applications 

ISSN, 2319-7463. 

https://www.researchgate.net/profile/Sravan-Kumar-

Pala/publication/380712171_Use_and_Applications_of

_Data_Analytics_in_Human_Resource_Management_a

nd_Talent_Acquisition/links/66637e0fb769e769191fc1

9d/Use-and-Applications-of-Data-Analytics-in-Human-

Resource-Management-and-Talent-Acquisition.pdf 

[19] Kordzadeh, N., & Ghasemaghaei, M. (2022). 

Algorithmic bias: review, synthesis, and future research 

directions. European Journal of Information Systems, 

31(3), 388-409. 

https://www.researchgate.net/profile/Nima-

Kordzadeh/publication/352176150_Algorithmic_bias_r

eview_synthesis_and_future_research_directions/links/

634f4f1d8d4484154a157419/Algorithmic-bias-review-

synthesis-and-future-research-

https://www.researchgate.net/profile/Demetris-Vrontis/publication/349383945_Artificial_intelligence_robotics_advanced_technologies_and_human_resource_management_a_systematic_review/links/6094db5e92851c490fbfbb49/Artificial-intelligence-robotics-advanced-technologies-and-human-resource-management-a-systematic-review.pdf
https://www.researchgate.net/profile/Nazia-Tasleem/publication/390587245_HR_Technology_Transformation_and_The_Impact_of_People_Analytics_on_Workforce_Management/links/67f570d2e8041142a16f936a/HR-Technology-Transformation-and-The-Impact-of-People-Analytics-on-Workforce-Management.pdf
https://www.researchgate.net/profile/Nazia-Tasleem/publication/390587245_HR_Technology_Transformation_and_The_Impact_of_People_Analytics_on_Workforce_Management/links/67f570d2e8041142a16f936a/HR-Technology-Transformation-and-The-Impact-of-People-Analytics-on-Workforce-Management.pdf
https://www.researchgate.net/profile/Nazia-Tasleem/publication/390587245_HR_Technology_Transformation_and_The_Impact_of_People_Analytics_on_Workforce_Management/links/67f570d2e8041142a16f936a/HR-Technology-Transformation-and-The-Impact-of-People-Analytics-on-Workforce-Management.pdf
https://www.researchgate.net/profile/Nazia-Tasleem/publication/390587245_HR_Technology_Transformation_and_The_Impact_of_People_Analytics_on_Workforce_Management/links/67f570d2e8041142a16f936a/HR-Technology-Transformation-and-The-Impact-of-People-Analytics-on-Workforce-Management.pdf
https://www.researchgate.net/profile/Nazia-Tasleem/publication/390587245_HR_Technology_Transformation_and_The_Impact_of_People_Analytics_on_Workforce_Management/links/67f570d2e8041142a16f936a/HR-Technology-Transformation-and-The-Impact-of-People-Analytics-on-Workforce-Management.pdf
https://www.researchgate.net/profile/Nazia-Tasleem/publication/390587245_HR_Technology_Transformation_and_The_Impact_of_People_Analytics_on_Workforce_Management/links/67f570d2e8041142a16f936a/HR-Technology-Transformation-and-The-Impact-of-People-Analytics-on-Workforce-Management.pdf
https://www.researchgate.net/profile/Nazia-Tasleem/publication/390587245_HR_Technology_Transformation_and_The_Impact_of_People_Analytics_on_Workforce_Management/links/67f570d2e8041142a16f936a/HR-Technology-Transformation-and-The-Impact-of-People-Analytics-on-Workforce-Management.pdf
https://www.researchgate.net/profile/Nazia-Tasleem/publication/390587245_HR_Technology_Transformation_and_The_Impact_of_People_Analytics_on_Workforce_Management/links/67f570d2e8041142a16f936a/HR-Technology-Transformation-and-The-Impact-of-People-Analytics-on-Workforce-Management.pdf
https://www.researchgate.net/profile/Ali-Ateeq/publication/379099221_Integrating_Technology_in_Human_Resource_Management_Innovations_and_Advancements_for_the_Modern_Workplace/links/66cf7929f84dd1716c6fcb7c/Integrating-Technology-in-Human-Resource-Management-Innovations-and-Advancements-for-the-Modern-Workplace.pdf
https://www.researchgate.net/profile/Ali-Ateeq/publication/379099221_Integrating_Technology_in_Human_Resource_Management_Innovations_and_Advancements_for_the_Modern_Workplace/links/66cf7929f84dd1716c6fcb7c/Integrating-Technology-in-Human-Resource-Management-Innovations-and-Advancements-for-the-Modern-Workplace.pdf
https://www.researchgate.net/profile/Ali-Ateeq/publication/379099221_Integrating_Technology_in_Human_Resource_Management_Innovations_and_Advancements_for_the_Modern_Workplace/links/66cf7929f84dd1716c6fcb7c/Integrating-Technology-in-Human-Resource-Management-Innovations-and-Advancements-for-the-Modern-Workplace.pdf
https://www.researchgate.net/profile/Ali-Ateeq/publication/379099221_Integrating_Technology_in_Human_Resource_Management_Innovations_and_Advancements_for_the_Modern_Workplace/links/66cf7929f84dd1716c6fcb7c/Integrating-Technology-in-Human-Resource-Management-Innovations-and-Advancements-for-the-Modern-Workplace.pdf
https://www.researchgate.net/profile/Ali-Ateeq/publication/379099221_Integrating_Technology_in_Human_Resource_Management_Innovations_and_Advancements_for_the_Modern_Workplace/links/66cf7929f84dd1716c6fcb7c/Integrating-Technology-in-Human-Resource-Management-Innovations-and-Advancements-for-the-Modern-Workplace.pdf
https://www.researchgate.net/profile/Ali-Ateeq/publication/379099221_Integrating_Technology_in_Human_Resource_Management_Innovations_and_Advancements_for_the_Modern_Workplace/links/66cf7929f84dd1716c6fcb7c/Integrating-Technology-in-Human-Resource-Management-Innovations-and-Advancements-for-the-Modern-Workplace.pdf
https://www.researchgate.net/profile/Ali-Ateeq/publication/379099221_Integrating_Technology_in_Human_Resource_Management_Innovations_and_Advancements_for_the_Modern_Workplace/links/66cf7929f84dd1716c6fcb7c/Integrating-Technology-in-Human-Resource-Management-Innovations-and-Advancements-for-the-Modern-Workplace.pdf
https://www.researchgate.net/profile/Ali-Ateeq/publication/379099221_Integrating_Technology_in_Human_Resource_Management_Innovations_and_Advancements_for_the_Modern_Workplace/links/66cf7929f84dd1716c6fcb7c/Integrating-Technology-in-Human-Resource-Management-Innovations-and-Advancements-for-the-Modern-Workplace.pdf
https://www.researchgate.net/profile/Ali-Ateeq/publication/379099221_Integrating_Technology_in_Human_Resource_Management_Innovations_and_Advancements_for_the_Modern_Workplace/links/66cf7929f84dd1716c6fcb7c/Integrating-Technology-in-Human-Resource-Management-Innovations-and-Advancements-for-the-Modern-Workplace.pdf
https://www.kaggle.com/datasets/pavansubhasht/ibm-hr-analytics-attrition-dataset
https://www.kaggle.com/datasets/pavansubhasht/ibm-hr-analytics-attrition-dataset
https://www.kaggle.com/datasets/pavansubhasht/ibm-hr-analytics-attrition-dataset
https://www.kaggle.com/datasets/pavansubhasht/ibm-hr-analytics-attrition-dataset
https://www.kaggle.com/code/natthathidak/954471-final-2024-652110099/notebook
https://www.kaggle.com/code/natthathidak/954471-final-2024-652110099/notebook
https://www.kaggle.com/code/natthathidak/954471-final-2024-652110099/notebook
https://www.kaggle.com/code/natthathidak/954471-final-2024-652110099/notebook
https://managementdu.ac.bd/wp-content/uploads/2023/05/C-4-Artificial-Intelligence-in-Human-Resource-Management-1.pdf
https://managementdu.ac.bd/wp-content/uploads/2023/05/C-4-Artificial-Intelligence-in-Human-Resource-Management-1.pdf
https://managementdu.ac.bd/wp-content/uploads/2023/05/C-4-Artificial-Intelligence-in-Human-Resource-Management-1.pdf
https://managementdu.ac.bd/wp-content/uploads/2023/05/C-4-Artificial-Intelligence-in-Human-Resource-Management-1.pdf
https://managementdu.ac.bd/wp-content/uploads/2023/05/C-4-Artificial-Intelligence-in-Human-Resource-Management-1.pdf
https://abjournals.org/ijebi/wp-content/uploads/sites/5/journal/published_paper/volume-7/issue-2/IJEBI_HET5STYK.pdf
https://abjournals.org/ijebi/wp-content/uploads/sites/5/journal/published_paper/volume-7/issue-2/IJEBI_HET5STYK.pdf
https://abjournals.org/ijebi/wp-content/uploads/sites/5/journal/published_paper/volume-7/issue-2/IJEBI_HET5STYK.pdf
https://abjournals.org/ijebi/wp-content/uploads/sites/5/journal/published_paper/volume-7/issue-2/IJEBI_HET5STYK.pdf
https://abjournals.org/ijebi/wp-content/uploads/sites/5/journal/published_paper/volume-7/issue-2/IJEBI_HET5STYK.pdf
https://acr-journal.com/article/leveraging-ai-for-personalized-employee-development-a-new-era-in-human-resource-management-885/
https://acr-journal.com/article/leveraging-ai-for-personalized-employee-development-a-new-era-in-human-resource-management-885/
https://acr-journal.com/article/leveraging-ai-for-personalized-employee-development-a-new-era-in-human-resource-management-885/
https://acr-journal.com/article/leveraging-ai-for-personalized-employee-development-a-new-era-in-human-resource-management-885/
https://acr-journal.com/article/leveraging-ai-for-personalized-employee-development-a-new-era-in-human-resource-management-885/
https://www.researchgate.net/profile/Franco-Gandolfi/publication/372230471_Artificial_Intelligence_in_Human_Resource_Management_-_Challenges_and_Future_Research_Recommendations/links/64ab3896b9ed6874a509deb0/Artificial-Intelligence-in-Human-Resource-Management-Challenges-and-Future-Research-Recommendations.pdf
https://www.researchgate.net/profile/Franco-Gandolfi/publication/372230471_Artificial_Intelligence_in_Human_Resource_Management_-_Challenges_and_Future_Research_Recommendations/links/64ab3896b9ed6874a509deb0/Artificial-Intelligence-in-Human-Resource-Management-Challenges-and-Future-Research-Recommendations.pdf
https://www.researchgate.net/profile/Franco-Gandolfi/publication/372230471_Artificial_Intelligence_in_Human_Resource_Management_-_Challenges_and_Future_Research_Recommendations/links/64ab3896b9ed6874a509deb0/Artificial-Intelligence-in-Human-Resource-Management-Challenges-and-Future-Research-Recommendations.pdf
https://www.researchgate.net/profile/Franco-Gandolfi/publication/372230471_Artificial_Intelligence_in_Human_Resource_Management_-_Challenges_and_Future_Research_Recommendations/links/64ab3896b9ed6874a509deb0/Artificial-Intelligence-in-Human-Resource-Management-Challenges-and-Future-Research-Recommendations.pdf
https://www.researchgate.net/profile/Franco-Gandolfi/publication/372230471_Artificial_Intelligence_in_Human_Resource_Management_-_Challenges_and_Future_Research_Recommendations/links/64ab3896b9ed6874a509deb0/Artificial-Intelligence-in-Human-Resource-Management-Challenges-and-Future-Research-Recommendations.pdf
https://www.researchgate.net/profile/Franco-Gandolfi/publication/372230471_Artificial_Intelligence_in_Human_Resource_Management_-_Challenges_and_Future_Research_Recommendations/links/64ab3896b9ed6874a509deb0/Artificial-Intelligence-in-Human-Resource-Management-Challenges-and-Future-Research-Recommendations.pdf
https://www.researchgate.net/profile/Franco-Gandolfi/publication/372230471_Artificial_Intelligence_in_Human_Resource_Management_-_Challenges_and_Future_Research_Recommendations/links/64ab3896b9ed6874a509deb0/Artificial-Intelligence-in-Human-Resource-Management-Challenges-and-Future-Research-Recommendations.pdf
https://www.researchgate.net/profile/Franco-Gandolfi/publication/372230471_Artificial_Intelligence_in_Human_Resource_Management_-_Challenges_and_Future_Research_Recommendations/links/64ab3896b9ed6874a509deb0/Artificial-Intelligence-in-Human-Resource-Management-Challenges-and-Future-Research-Recommendations.pdf
https://www.researchgate.net/profile/Franco-Gandolfi/publication/372230471_Artificial_Intelligence_in_Human_Resource_Management_-_Challenges_and_Future_Research_Recommendations/links/64ab3896b9ed6874a509deb0/Artificial-Intelligence-in-Human-Resource-Management-Challenges-and-Future-Research-Recommendations.pdf
https://www.researchgate.net/profile/Wande-Elugbaju/publication/387222842_Human_Resource_Analytics_as_a_Strategic_Tool_for_Workforce_Planning_and_Succession_Management/links/6764752e117f340ec3cd9055/Human-Resource-Analytics-as-a-Strategic-Tool-for-Workforce-Planning-and-Succession-Management.pdf
https://www.researchgate.net/profile/Wande-Elugbaju/publication/387222842_Human_Resource_Analytics_as_a_Strategic_Tool_for_Workforce_Planning_and_Succession_Management/links/6764752e117f340ec3cd9055/Human-Resource-Analytics-as-a-Strategic-Tool-for-Workforce-Planning-and-Succession-Management.pdf
https://www.researchgate.net/profile/Wande-Elugbaju/publication/387222842_Human_Resource_Analytics_as_a_Strategic_Tool_for_Workforce_Planning_and_Succession_Management/links/6764752e117f340ec3cd9055/Human-Resource-Analytics-as-a-Strategic-Tool-for-Workforce-Planning-and-Succession-Management.pdf
https://www.researchgate.net/profile/Wande-Elugbaju/publication/387222842_Human_Resource_Analytics_as_a_Strategic_Tool_for_Workforce_Planning_and_Succession_Management/links/6764752e117f340ec3cd9055/Human-Resource-Analytics-as-a-Strategic-Tool-for-Workforce-Planning-and-Succession-Management.pdf
https://www.researchgate.net/profile/Wande-Elugbaju/publication/387222842_Human_Resource_Analytics_as_a_Strategic_Tool_for_Workforce_Planning_and_Succession_Management/links/6764752e117f340ec3cd9055/Human-Resource-Analytics-as-a-Strategic-Tool-for-Workforce-Planning-and-Succession-Management.pdf
https://www.researchgate.net/profile/Wande-Elugbaju/publication/387222842_Human_Resource_Analytics_as_a_Strategic_Tool_for_Workforce_Planning_and_Succession_Management/links/6764752e117f340ec3cd9055/Human-Resource-Analytics-as-a-Strategic-Tool-for-Workforce-Planning-and-Succession-Management.pdf
https://www.researchgate.net/profile/Wande-Elugbaju/publication/387222842_Human_Resource_Analytics_as_a_Strategic_Tool_for_Workforce_Planning_and_Succession_Management/links/6764752e117f340ec3cd9055/Human-Resource-Analytics-as-a-Strategic-Tool-for-Workforce-Planning-and-Succession-Management.pdf
https://www.researchgate.net/profile/Wande-Elugbaju/publication/387222842_Human_Resource_Analytics_as_a_Strategic_Tool_for_Workforce_Planning_and_Succession_Management/links/6764752e117f340ec3cd9055/Human-Resource-Analytics-as-a-Strategic-Tool-for-Workforce-Planning-and-Succession-Management.pdf
https://www.researchgate.net/profile/Wande-Elugbaju/publication/387222842_Human_Resource_Analytics_as_a_Strategic_Tool_for_Workforce_Planning_and_Succession_Management/links/6764752e117f340ec3cd9055/Human-Resource-Analytics-as-a-Strategic-Tool-for-Workforce-Planning-and-Succession-Management.pdf
https://www.emerald.com/insight/content/doi/10.1108/JWAM-05-2021-0037/full/pdf
https://www.emerald.com/insight/content/doi/10.1108/JWAM-05-2021-0037/full/pdf
https://www.emerald.com/insight/content/doi/10.1108/JWAM-05-2021-0037/full/pdf
https://www.emerald.com/insight/content/doi/10.1108/JWAM-05-2021-0037/full/pdf
https://www.researchgate.net/profile/Sravan-Kumar-Pala/publication/380712171_Use_and_Applications_of_Data_Analytics_in_Human_Resource_Management_and_Talent_Acquisition/links/66637e0fb769e769191fc19d/Use-and-Applications-of-Data-Analytics-in-Human-Resource-Management-and-Talent-Acquisition.pdf
https://www.researchgate.net/profile/Sravan-Kumar-Pala/publication/380712171_Use_and_Applications_of_Data_Analytics_in_Human_Resource_Management_and_Talent_Acquisition/links/66637e0fb769e769191fc19d/Use-and-Applications-of-Data-Analytics-in-Human-Resource-Management-and-Talent-Acquisition.pdf
https://www.researchgate.net/profile/Sravan-Kumar-Pala/publication/380712171_Use_and_Applications_of_Data_Analytics_in_Human_Resource_Management_and_Talent_Acquisition/links/66637e0fb769e769191fc19d/Use-and-Applications-of-Data-Analytics-in-Human-Resource-Management-and-Talent-Acquisition.pdf
https://www.researchgate.net/profile/Sravan-Kumar-Pala/publication/380712171_Use_and_Applications_of_Data_Analytics_in_Human_Resource_Management_and_Talent_Acquisition/links/66637e0fb769e769191fc19d/Use-and-Applications-of-Data-Analytics-in-Human-Resource-Management-and-Talent-Acquisition.pdf
https://www.researchgate.net/profile/Sravan-Kumar-Pala/publication/380712171_Use_and_Applications_of_Data_Analytics_in_Human_Resource_Management_and_Talent_Acquisition/links/66637e0fb769e769191fc19d/Use-and-Applications-of-Data-Analytics-in-Human-Resource-Management-and-Talent-Acquisition.pdf
https://www.researchgate.net/profile/Sravan-Kumar-Pala/publication/380712171_Use_and_Applications_of_Data_Analytics_in_Human_Resource_Management_and_Talent_Acquisition/links/66637e0fb769e769191fc19d/Use-and-Applications-of-Data-Analytics-in-Human-Resource-Management-and-Talent-Acquisition.pdf
https://www.researchgate.net/profile/Sravan-Kumar-Pala/publication/380712171_Use_and_Applications_of_Data_Analytics_in_Human_Resource_Management_and_Talent_Acquisition/links/66637e0fb769e769191fc19d/Use-and-Applications-of-Data-Analytics-in-Human-Resource-Management-and-Talent-Acquisition.pdf
https://www.researchgate.net/profile/Sravan-Kumar-Pala/publication/380712171_Use_and_Applications_of_Data_Analytics_in_Human_Resource_Management_and_Talent_Acquisition/links/66637e0fb769e769191fc19d/Use-and-Applications-of-Data-Analytics-in-Human-Resource-Management-and-Talent-Acquisition.pdf
https://www.researchgate.net/profile/Nima-Kordzadeh/publication/352176150_Algorithmic_bias_review_synthesis_and_future_research_directions/links/634f4f1d8d4484154a157419/Algorithmic-bias-review-synthesis-and-future-research-directions.pdf?origin=journalDetail&
https://www.researchgate.net/profile/Nima-Kordzadeh/publication/352176150_Algorithmic_bias_review_synthesis_and_future_research_directions/links/634f4f1d8d4484154a157419/Algorithmic-bias-review-synthesis-and-future-research-directions.pdf?origin=journalDetail&
https://www.researchgate.net/profile/Nima-Kordzadeh/publication/352176150_Algorithmic_bias_review_synthesis_and_future_research_directions/links/634f4f1d8d4484154a157419/Algorithmic-bias-review-synthesis-and-future-research-directions.pdf?origin=journalDetail&
https://www.researchgate.net/profile/Nima-Kordzadeh/publication/352176150_Algorithmic_bias_review_synthesis_and_future_research_directions/links/634f4f1d8d4484154a157419/Algorithmic-bias-review-synthesis-and-future-research-directions.pdf?origin=journalDetail&
https://www.researchgate.net/profile/Nima-Kordzadeh/publication/352176150_Algorithmic_bias_review_synthesis_and_future_research_directions/links/634f4f1d8d4484154a157419/Algorithmic-bias-review-synthesis-and-future-research-directions.pdf?origin=journalDetail&
https://www.researchgate.net/profile/Nima-Kordzadeh/publication/352176150_Algorithmic_bias_review_synthesis_and_future_research_directions/links/634f4f1d8d4484154a157419/Algorithmic-bias-review-synthesis-and-future-research-directions.pdf?origin=journalDetail&
https://www.researchgate.net/profile/Nima-Kordzadeh/publication/352176150_Algorithmic_bias_review_synthesis_and_future_research_directions/links/634f4f1d8d4484154a157419/Algorithmic-bias-review-synthesis-and-future-research-directions.pdf?origin=journalDetail&


|| Volume 9 || Issue 7 || July 2025 || ISSN (Online) 2456-0774 

INTERNATIONAL JOURNAL OF ADVANCE SCIENTIFIC RESEARCH 

                             AND ENGINEERING TRENDS 

 

IMPACT FACTOR 6.228                                      WWW.IJASRET.COM                                                                             28  

directions.pdf?origin=journalDetail& 

[20] Adepoju, A. H., Austin-Gabriel, B., Eweje, A., & 

Hamza, O. (2023). A data governance framework for 

high-impact programs: Reducing redundancy and 

enhancing data quality at scale. Int J Multidiscip Res 

Growth Eval, 4(6), 1141-1154. 

https://www.researchgate.net/profile/Anfo-Pub-

2/publication/388125257_A_data_governance_framewo

rk_for_high-

impact_programs_Reducing_redundancy_and_enhancin

g_data_quality_at_scale/links/678b6115ec3ae3435a6b3

88f/A-data-governance-framework-for-high-impact-

programs-Reducing-redundancy-and-enhancing-data-

quality-at-scale.pdf 

[21] Moşteanu, N. R. (2024). Adapting to the unpredictable: 

Building resilience for business continuity in an ever-

changing landscape. European Journal of Theoretical 

and Applied Sciences, 2(1), 444-457. 

https://core.ac.uk/download/pdf/603903696.pdf 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

https://www.researchgate.net/profile/Nima-Kordzadeh/publication/352176150_Algorithmic_bias_review_synthesis_and_future_research_directions/links/634f4f1d8d4484154a157419/Algorithmic-bias-review-synthesis-and-future-research-directions.pdf?origin=journalDetail&
https://www.researchgate.net/profile/Anfo-Pub-2/publication/388125257_A_data_governance_framework_for_high-impact_programs_Reducing_redundancy_and_enhancing_data_quality_at_scale/links/678b6115ec3ae3435a6b388f/A-data-governance-framework-for-high-impact-programs-Reducing-redundancy-and-enhancing-data-quality-at-scale.pdf
https://www.researchgate.net/profile/Anfo-Pub-2/publication/388125257_A_data_governance_framework_for_high-impact_programs_Reducing_redundancy_and_enhancing_data_quality_at_scale/links/678b6115ec3ae3435a6b388f/A-data-governance-framework-for-high-impact-programs-Reducing-redundancy-and-enhancing-data-quality-at-scale.pdf
https://www.researchgate.net/profile/Anfo-Pub-2/publication/388125257_A_data_governance_framework_for_high-impact_programs_Reducing_redundancy_and_enhancing_data_quality_at_scale/links/678b6115ec3ae3435a6b388f/A-data-governance-framework-for-high-impact-programs-Reducing-redundancy-and-enhancing-data-quality-at-scale.pdf
https://www.researchgate.net/profile/Anfo-Pub-2/publication/388125257_A_data_governance_framework_for_high-impact_programs_Reducing_redundancy_and_enhancing_data_quality_at_scale/links/678b6115ec3ae3435a6b388f/A-data-governance-framework-for-high-impact-programs-Reducing-redundancy-and-enhancing-data-quality-at-scale.pdf
https://www.researchgate.net/profile/Anfo-Pub-2/publication/388125257_A_data_governance_framework_for_high-impact_programs_Reducing_redundancy_and_enhancing_data_quality_at_scale/links/678b6115ec3ae3435a6b388f/A-data-governance-framework-for-high-impact-programs-Reducing-redundancy-and-enhancing-data-quality-at-scale.pdf
https://www.researchgate.net/profile/Anfo-Pub-2/publication/388125257_A_data_governance_framework_for_high-impact_programs_Reducing_redundancy_and_enhancing_data_quality_at_scale/links/678b6115ec3ae3435a6b388f/A-data-governance-framework-for-high-impact-programs-Reducing-redundancy-and-enhancing-data-quality-at-scale.pdf
https://www.researchgate.net/profile/Anfo-Pub-2/publication/388125257_A_data_governance_framework_for_high-impact_programs_Reducing_redundancy_and_enhancing_data_quality_at_scale/links/678b6115ec3ae3435a6b388f/A-data-governance-framework-for-high-impact-programs-Reducing-redundancy-and-enhancing-data-quality-at-scale.pdf
https://www.researchgate.net/profile/Anfo-Pub-2/publication/388125257_A_data_governance_framework_for_high-impact_programs_Reducing_redundancy_and_enhancing_data_quality_at_scale/links/678b6115ec3ae3435a6b388f/A-data-governance-framework-for-high-impact-programs-Reducing-redundancy-and-enhancing-data-quality-at-scale.pdf
https://www.researchgate.net/profile/Anfo-Pub-2/publication/388125257_A_data_governance_framework_for_high-impact_programs_Reducing_redundancy_and_enhancing_data_quality_at_scale/links/678b6115ec3ae3435a6b388f/A-data-governance-framework-for-high-impact-programs-Reducing-redundancy-and-enhancing-data-quality-at-scale.pdf
https://www.researchgate.net/profile/Anfo-Pub-2/publication/388125257_A_data_governance_framework_for_high-impact_programs_Reducing_redundancy_and_enhancing_data_quality_at_scale/links/678b6115ec3ae3435a6b388f/A-data-governance-framework-for-high-impact-programs-Reducing-redundancy-and-enhancing-data-quality-at-scale.pdf
https://core.ac.uk/download/pdf/603903696.pdf
https://core.ac.uk/download/pdf/603903696.pdf
https://core.ac.uk/download/pdf/603903696.pdf

