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ABSTRACT

Artificial Intelligence (Al) is quickly becoming a catalyst for change in multiple industries including
Human Resources (HR) as well. By leveraging Al-powered technologies, organizations can
streamline processes, enhance decision-making, and foster a more engaged and productive workforce.
This review paper delves into the profound impact of Al on HR, focusing specifically on talent
acquisition and employee retention. In the realm of talent acquisition, Al is revolutionizing the
recruitment process through automated candidate sourcing, screening, and assessment. Moreover,
Alpowered chatbots and virtual assistants offer more specific candidate experiences, answering
questions and guiding applicants through the recruitment process. Beyond talent acquisition, Al is
also playing a pivotal role in improving employee retention. Al is able to anticipate attrition
concerns and take proactive measures to solve possible problems by analyzing personnel data and
spotting trends. This review paper will explore the specific Al technologies and applications that
are driving these transformations in HR. The paper will cover the advantages, difficulties, and
moral issues surrounding the implementation of Al It will also look at actual cases of businesses
that have effectively integrated Al-powered HR solutions, emphasizing the favorable results.
Keywords: Artificial Intelligence, Human Resources, Talent Acquisition, Employee Retention.

INTRODUCTION
Artificial Intelligence (AI) is transforming
various aspects of business operations, and

researchers explicitly acknowledged that
contextual variables are critical to the

Human Resources (HR) is no exception. By
integrating Al  into HR  processes,
organizations can significantly enhance talent
acquisition and employee retention strategies.
Al-driven tools and platforms are enabling HR
professionals to streamline recruitment,
improve employee engagement, and create
more personalized career development plans.
This article delves into how artificial
intelligence (AI) is transforming talent
acquisition and employee retention. It
highlights important technologies, functions,
advantages, and future plans. A number of
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achievement of Al and automation programs
and  measures in  human  resource
development (HRD)[1]. These examine
indicate that specific elements affecting Al
and automation in HRD include employee
capabilities, regulatory and ethical issues,
organizational ergonomics (culture and
readiness), and confidence in robots and Al,
which is dependent on individual distinctions
and scientific expertise. This review article
looks at how automation and artificial
intelligence are being incorporated into
knowledge management, workforce planning,
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learning, performance management, and
talent development. The use of Al and
automation in such crucial HRD activities can
be examined in order to find structures, shifts,
and best strategies that will guide future

development and adoption of these

technologies in HRD [2].

1. The Role of Al in Talent Acquisition
Talent acquisition is a critical function of HR
that involves attracting, sourcing, assessing,
and hiring the best candidates for an
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organization. Traditionally, this process has
been time-consuming and labor-intensive,
often leading to inefficiencies and biases. Al is
changing the landscape of talent acquisition
by automating routine tasks, providing deeper
insights candidate  profiles, and
enhancing decision-making processes [3].
Figure 1 shows the main roles of Al in human
(HR) particularly in talent
acquisition and employee retention in today’s
modern world.
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Figure 1: Illustrates the overall activities of Artificial Intelligence in two domains; Talent
Acquisition and Employee Retention

2.1 Sourcing and Screening Candidates
The sourcing and screening of applicants
constitutes one of the areas where artificial
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intelligence has the biggest effects on talent
acquisition. Artificial intelligence (Al)-driven
technologies can find possible applicants by
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scanning credentials and accounts on
numerous job panels, social media sites, and
professional groups. These technologies cut
down on the amount of time required for
manual inquiries by matching candidate
credentials with job specifications using
machine learning algorithms. Al, for instance,
is used by platforms like LinkedIn Recruiter
and Entelo to evaluate enormous volumes of
data and pinpoint applicants who are most
probably to be an appropriate match for a
certain position. These technologies construct
thorough candidate assessments by taking into
account many aspects like expertise, career
history, and potentially social media activities
[4]. By automating the initial stages of
candidate  sourcing, Al enables HR
professionals to focus on more strategic
aspects of recruitment. Al also enhances the
screening process by evaluating resumes and
applications  for keywords,
qualifications, and experiences. Tools like
HireVue and Pymetrics use Al to assess
candidates through video interviews and
gamified assessments, respectively. These
platforms analyze verbal and non-verbal cues,
cognitive abilities, and personality traits to
provide a holistic view of each candidate’s
suitability for the role. Unilever, a global
consumer goods company, has implemented
Al-driven recruitment processes to enhance
talent acquisition. The company uses Al-
powered platforms like Pymetrics and
HireVue to assess candidates through
gamified tests and video interviews. These
tools analyze cognitive abilities, emotional
intelligence, and behavioral traits to identify
the best candidates. Unilever’s Al-driven
recruitment process has significantly reduced
the time and cost of hiring while improving
the quality of hires. By leveraging Al, Unilever
has streamlined its talent acquisition process
and created a more engaging candidate
experience [5].

relevant

2.2 Enhancing Candidate Experience

Al is essential to enhancing the applicant
quality throughout the hiring procedure.
Chatbots and virtual helpers driven by Al are
able to interact with applicants, respond to
their questions, and promptly inform them of
the condition of their candidature. This
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continuous engagement helps keep candidates
informed and reduces the time spent waiting
for responses from HR teams. For instance,
chatbots like Mya and Olivia use natural
language processing (NLP) to interact with
candidates, schedule interviews, and provide
personalized feedback. These Al-driven
interactions create a more engaging and
responsive recruitment process, enhancing the
overall candidate experience [6].

2.3 Reducing Bias and Ensuring Fairness

Al has the potential to reduce biases in the
recruitment process by making objective and
data-driven decisions. Traditional recruitment
methods are often influenced by unconscious
biases, leading to unfair hiring practices. Al
algorithms, when properly trained and
monitored, can help eliminate these biases by
focusing solely on candidate qualifications
and fit. To prevent sustaining underlying
biases, it is crucial to make sure Al algorithms
are developed on a variety of sample
information. To preserve justice and
accountability in talent acquisition, frequent
audits and openness in Al decision-making
procedures are essential [7].

2.4 Predictive Analytics for Hiring

Predictive analytics is another powerful
application of Al in talent acquisition. By
analyzing historical data and identifying
patterns, Al can predict the success and
performance of potential candidates. This
enables HR professionals to make more
informed hiring decisions and identify
candidates who are most likely to excel in their
roles. For example, [BM’s Watson Talent uses
predictive analytics to assess the potential of
candidates based on various factors such as
past performance, skill sets, and cultural fit.
This data-driven approach helps organizations
identify high-potential candidates and reduce
turnover rates [8]. According to the papers on
this subject, automation and artificial
intelligence  are  revolutionizing  talent
development, and in order for businesses to
be relevant in the future, they must adjust to
the shifting technological environment. It has
been discovered that the use of automation
and artificial intelligence (Al) in talent
development assists in eliminating biases,
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simplify procedures, and facilitate better
effective decision-making. Predictive analytics
and customized learning platforms are two
of Aldriven technologies that
provide more useful information and assist in
identifying highly skilled individuals. Artificial
intelligence (AI) features including machine
learning, augmentation, automation, and
natural language interpretation have a big
influence on talent management procedures.
These features save time and money and make
operations more effective. Activities like
assessment and coaching can also be
automated with the aid of AL Artificial
Intelligence (Al) is being more widely used in
personnel development and management
because of its amazing ability to improve
employee experience and retention levels.
According to one of the studies, Industry 4.0,
which is being powered by digital technology,
is altering the abilities that are needed for the
workforce. As a result, businesses must

examples

reconsider their approaches to talent
management and increase their investments
in initiatives that promote talent development
and updating in order to stay competitive [9].
Additionally, HRD experts may find top
personnel by assessing a plethora of data,
comprising abilities, previous experience, and
cultural compatibility, thanks to Al-powered
systems. Machine learning algorithms, for
instance, can evaluate vast amounts of data to
find trends and forecast worker performance,
resulting in more effective and precise
leadership and advancement choices. By
recognizing high-potential individuals and
recommending individualized development
programs, Al-driven solutions can also help
with company talent training. In conclusion,
automation and artificial intelligence (Al) are
critical to the development of talent,
transforming the hiring procedure and
improving the growth of specific talent [10].

Table 1: Significance of Al in talent acquisition, type of help Al does, and overall impact on

shaping and revolutionizing human resources

Roles of Al How Al Helps Type of Help Impact of Al References
Scans vast databases of resumes | Automated search, | Efficiently finds qualified | [11]
and profiles to identify | filtering, and matching. | candidates, reduces time-to-
potential candidates based on hire.
specific criteria.

Analyzes candidate resumes, | Automated evaluation, | Reduces bias in the screening | [12]
cover letters, and online | ranking, and filtering. process, improves accuracy

profiles to assess their suitability

for a role.

Administers online assessments | Automated testing, | Provides objective and | [13]

Assessment to evaluate candidate skills, | scoring, and analysis. standardized assessments,
knowledge, and abilities. reduces human error.

Manages and schedules | Automated scheduling, | Streamlines the interview | [14]

Scheduling interviews with  candidates, | reminders, and | process, reduces
considering availability and | confirmations. administrative overhead.
preferences.

Analyzes interview transcripts | Automated transcription, | Provides objective feedback, | [15]
or recordings to identify key | analysis, and insights. reduces bias in decision-
points, strengths, and making.

weaknesses.

Generates personalized offer | Automated generation, | Ensures consistent and fair | [16]

Generation letters based on candidate | customization, and | offers, and improves
qualifications and market data. | tracking. candidate experience.

Onboarding Provides Al-powered tools to | Automated onboarding | Improves employee | [17]

and Integration | facilitate ~ onboarding and | processes, virtual | experience, and reduces time-
integration of new hires. assistants, and training. to-productivity.
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2. Al in Employee Retention
Employee retention is a critical aspect of HR
that focuses on keeping talented employees
engaged, motivated, and committed to the
organization. High turnover rates can be costly
and disruptive, making it essential for
organizations to implement effective retention
strategies. Al is playing a significant role in
enhancing employee retention by providing
insights into employee behavior, predicting
attrition, and  offering  personalized
development plans [18].

3.1 Analyzing Employee Engagement

Al-powered tools can analyze employee
engagement by monitoring various data points
such as employee surveys, feedback,
performance metrics, and even social media
activity. These tools use sentiment analysis
and NLP to gauge employee sentiment and
identify factors that impact engagement and
satisfaction. Platforms like Glint and Culture
Amp use Al to collect and analyze employee
feedback, providing HR teams with actionable
insights into the organization’s culture and
employee morale. By understanding the key
drivers of engagement, organizations can
implement targeted interventions to improve
employee satisfaction and retention. IBM uses
Al and predictive analytics to improve
employee retention. The company has
developed an Al-powered tool called the
Proactive Retention Program, which analyzes
various data points to predict employee
attrition. The tool identifies employees who
are at risk of leaving and provides
recommendations for retention strategies.
IBM’s Proactive Retention Program has
helped the company reduce turnover rates and
retain valuable talent. By using Al to predict
and address attrition, IBM has created a more
stable and engaged workforce. Hilton, a global
hospitality = company, wuses Al-powered
platforms like Glint to analyze employee
engagement and feedback. The platform
collects data from employee surveys and
provides insights into the factors affecting
engagement and satisfaction. Hilton uses
these insights to implement targeted
interventions and improve the work
environment. Hilton’s use of Al has enhanced
employee engagement and satisfaction,

https://theijssb.com

| Rehman et al., 2025 |

leading to higher retention rates and
improved performance. By leveraging Al to
understand and address employee needs,
Hilton has created a more positive and
supportive work environment [18].

3.2 Predicting Employee Attrition
Companies can find out which employees are
most likely to leave by using predictive
analytics. Al systems can anticipate retention
trends and recognize high-risk personnel by
examining past data and finding trends. This
enables HR teams to take proactive measures
to address potential issues and retain valuable
talent. For example, tools like Workday and
Visier use Al to analyze factors such as
employee tenure, performance, career
progression, and engagement levels to predict
attrition. By identifying employees who may
be considering leaving, organizations can
engage with them, address their concerns, and
provide opportunities for growth and
development [19].

3.3 Personalized Career Development

Al can create personalized career development
plans for employees by analyzing their skills,
interests, and career goals. These plans
provide employees with clear pathways for
growth and development, enhancing their
engagement and commitment to the
organization. Platforms like Degreed and
LinkedIn Learning use Al to recommend
personalized learning and development
opportunities based on employee profiles.
These suggestions support workers in
developing new abilities, advancing in their
jobs, and maintaining motivation. Employers
may increase recruitment and cultivate a staff
with greater ability and capability by fostering
employee development [20].

According to the publications that examine
this topic, automation and artificial
intelligence (Al) have a big impact on learning
and  development  (L&D).  Artificial
intelligence (AI) advancements like natural
language interpreting, artificial neural
connections, and robotics can measure
learning  advancement, assess learning
abilities, and enhance the effectiveness of the
L&D process. the advantages of artificial
intelligence for education and training,
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particularly virtual classrooms and adaptive
learning. Al may serve as a toolkit which
assists us envision, investigate, and debate
learning scenarios that are yet to occur,
influencing the nature of work in the years to
come. Together, the papers show how
automation and artificial intelligence (AI) are
transforming education and training by
offering customized, data-driven learning
environments. These technological
innovations use adaptive educational portals
and sophisticated tutoring methods to give
workers  individualized and  enriching
interactions. By identifying specific learning
habits and manners, closely observing
advancement, and offering personalized
information and suggestions, integrating Al
and automation has an opportunity to greatly
improve the learning experience. This
improves information retention and increases
employee involvement in addition to
improving learning results. By putting Al-
driven insights into practice, firms may
proactively predict future demands for
training and effectively identify skill gaps. In
the end, this promotes strategic progression
and advancement by enabling businesses to
make better contributions in learning and
advancement initiatives [21].

3.4 Enhancing Performance Management
Al can transform performance management
by providing real-time feedback and insights
into employee performance. Traditional
performance reviews are often conducted
annually and can be subjective and
Al-powered  performance
management systems offer continuous
feedback, enabling employees to understand
their strengths and areas for improvement.
For instance, platforms like BetterWorks and
Reflektive use Al to track employee
performance metrics and provide personalized
feedback. These systems enable managers to
set clear goals, monitor progress, and
recognize achievements, fostering a culture of
continuous improvement and development
(22].

Studies on performance management reveal
that automation and artificial intelligence
possess a significant impact on this field.
While there are advantages to these

inconsistent.
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technological ~ developments, such as
development  prospects and  tailored
suggestions, it is crucial to consider any
possible harm to workers' well-being. Al can
make immediate input and ongoing
touchpoints possible, enhancing performance
management's efficacy. the change from static
internal company technology solutions or
conventional paper-and-pencil procedures to
flexible internet solutions. Performance
management is improved by these innovative
solutions, which also increase its effectiveness,
adaptability, and user-friendliness. One of the
researchers created a performance
administration system that takes employee
perspectives and multi-level components into
account. The viability of using Al in a
company depends on six criteria: position
suitability, complexity, ongoing effects, user
attitude, social considerations, and settings
that support different aspects of activities
leadership. According to the findings,
automation and artificial intelligence (Al) are
revolutionizing performance management by
facilitating ongoing, data-driven input and
assessment. Automation and Al-driven
solutions are able to assess employee
performance information, pinpointing areas
for growth and progress and provide tailored
development suggestions. But because of the
constant observation and assessment that
these technologies entail, there are also
worries about elevated anxiety levels and
possible privacy violations [23].

3.5 Fostering a Positive Work Environment
Al can help create a positive work
environment by identifying and addressing
issues related to workplace culture, diversity,
and inclusion. Al-powered tools can analyze
employee interactions and feedback to
identify areas of concern and suggest
interventions to improve the work
environment. For example, tools like Textio
use Al to analyze job descriptions and internal
communications for biased language, helping
organizations create more inclusive and
welcoming  environments. By promoting
diversity and inclusion, organizations can
enhance employee satisfaction and retention.
The assessment made it abundantly evident
that integrating Al and automation into
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workforce scheduling has enhanced capacity
management and promoted better decision-
making, much like the effects on training and
acquisition. The capacity for making critical
judgments is enhanced by technology-driven
personnel planning instruments, which will
lead to better personnel management and
increased organizational performance. Al
planning strategies may streamline the
creation of business activities and enhance
workflow management solutions. By using
machine learning methods to search job
openings in the Italian labor market, Al has
demonstrated that the likelihood of
automation for a particular career is correlated
with  both soft and digital abilities.
Automation and Al can boost efficiency and
staff planning. HRD experts may foresee
future labor market conditions, skill
shortages, and workforce demands ahead of
time by using Al-powered tools and predictive
analytics. This enables firms to modify their
talent acquisition and development plans
appropriately [24].

3.6 Knowledge Management

The evaluated papers on this topic indicate
that the influence of automation and artificial
intelligence (AI) on knowledge management
(KM) is multifaceted. Implementing Al may
result in an absence of competence since there
are fewer possibilities to acquire from
qualified peers and purposeful exercise.
Information  technology and artificial
intelligence (AI) have an opportunity to
improve knowledge management (KM)
methods, but there are drawbacks and
restrictions as well. The effect of information
technology and Al on the advancement of
knowledge management in corporate settings.
They stress how important it is to use a variety
of Al approaches to create policies and a
detailed plan that will support effective
knowledge management methods. Al's effects
on knowledge employment and its potential
to open up additional strategic options for
businesses.  Research  on  knowledge
management (KM) in the Al and automation
era generally indicates that these advances are
changing KM procedures and opening up
novel possibilities for businesses to use
information as a comparative benefit.
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Automation can affect  knowledge
management in a variety of manners, so it's
critical for HRD professionals and their
companies to create other opportunities for
personal development and cultivate cultural
environments that support the emergence of
skills in human-machine interaction modes

(25].

3.7 Organizational Culture and Readiness
The analysis emphasizes that preparation and
culture at work play a critical role in deciding
whether Al and automation are successfully
used in HRD. Aldriven technologies and
procedures are more likely to be adopted by
organizations that place a high priority on
creativity, adaptability, and ongoing learning.
Additionally, companies that have attained a
greater degree of digital maturation are more
prepared to use Al solutions. This is since they
currently possess the people with the requisite
skills and have set up the essential facilities.
Businesses with more technological adoption
expertise and a greater amount of digital
development may be more prepared to take
advantage of Al's advantages and HRD
automation. One additional important
takeaway from the examined papers is that
firms now need to make immediate
investments in the right technology
infrastructure, connect fresh technologies
with current workflows, and educate HR
experts and staff on adjusting to the rapidly
evolving digital ecosystem. This could entail
making investments in cloud-based systems,
improving cybersecurity protocols, and
cultivating an innovative and digitally literate
culture. According to the analysis, companies
that give strategic priority to these challenges
demonstrate  higher  degrees of Al
preparedness and more smooth technological
integration into HRD procedures [26].

3.8 Technology Competence and Workforce
Capabilities

The primary point underlined in this scenario
is that efficient application of automation and
Al in HRD requires a trained staff. The
capacity to manage, create, and keep up these
advancements is a prerequisite for the
effective integration of Al and automation in
HRD. Scholars stress how crucial it is for
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businesses to recognize the skills deficit,
design personalized learning plans, and
promote an ongoing learning culture.
Employee success in a constantly changing
environment depends on this. To build
capabilities around the use of Al
organizations must spend in retraining and
upskilling its HRD specialists and staff. HRD
specialists are essential in helping to upskill
the workforce through the use of Al-driven
learning applications, encouraging teamwork,
and providing employee improvement. The
research provides strong indications that
companies that prioritize staff development of

digital skills, problem-solving aptitudes, and
flexibility are more inclined to succeed in their
automation initiatives. In the age of
automation and artificial intelligence, these
abilities have grown more and more
important, therefore businesses looking to
prosper in this shifting environment must
prioritize them. These problems call for
reconsidering conventional L&D strategies,
implementing cutting-edge teaching
techniques, and collaborating with outside
collaborators to offer pertinent chances for

training and improvement [27].

Table 2: Al in Employee Retention: Roles and Impact

Roles of Al How Al Helps Type of Help Impact of Al References
Predictive Analyzes employee data to identify | Data-driven insights, early | Proactively = addresses | [28]
Analytics potential attrition risks and predict | warning systems. issues, reduces turnover
turnover Costs.
Employee Tracks employee engagement metrics, | Data-driven insights, | Improves employee | [29]
Engagement provides personalized | personalized experiences, | morale, reduces
recommendations, and fosters a | employee satisfaction surveys. | turnover.
positive work environment. Improves employee morale,
reduces turnover.
Performance | Provides automated performance | Data-driven feedback, | Enhances employee | [30]
Management | reviews, identifies development | personalized development | development, improves
opportunities, and tracks employee | plans. performance.
progress.
Learning and | Recommends tailored training | Personalized learning paths, | Upskills employees | [31]
Development | programs based on employee needs and | continuous development. improves job
performance data. satisfaction.
Feedback Analyzes employee feedback to identify | Data-driven insights, employee | Addresses issues | [26]
Analysis trends, areas for improvement, and | sentiment analysis. promptly, improves
employee concerns. employee satisfaction.
Workforce Forecasts future workforce needs, | Data-driven projections, talent | Ensures a sustainable | [32]
Planning identifies talent gaps, and plans for | acquisition planning. workforce, reduces
succession. turnover.
Well-being Provides Al-powered tools to monitor | Personalized  health  and | Improves employee | [33]
Programs employee well-being, identify stress | wellness  programs,  early | health, reduces
indicators, and offer support resources. | intervention. absenteeism.
3. Regulatory and Ethical by Alpowered platforms may violate
Considerations confidentiality laws and greatly increase the

The investigation revealed how crucial ethical
and legal issues are becoming when
implementing Al for HRD. Considerations
about data privacy, algorithmic bias, and
transparency are just a few of the ethical and
legal issues that may arise from adopting Al
and automation in HRD. For example, the
use of large amounts of personal information
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risk of data intrusions. Automation and
artificial intelligence (AI) used in HRD
procedures may inadvertently
prejudice and inequality, particularly when
algorithms are programmed on pre-existing,
biased historical information. Transparency
and accountability issues may arise when Al
and automation are used in HRD choices.

reinforce
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It is imperative for organizations to exercise
caution and ensure adherence to relevant
rules and guidelines when navigating these
difficulties. They ought to follow moral
principles and implement automation and Al
best standards. In order to do this, it is
essential to put in place and adhere to tough
data guarantee procedures that meet with the
relevant information security regulations,
such as the General Data Protection
Regulation (GDPR). Additionally, companies
ought to routinely examine their Al-powered
instruments to spot and eliminate any
prospective prejudices and ensure that every
worker is treated fairly. Giving workers
concise, rational justifications for Al-driven
judgments is essential to building confidence
and winning their support. This way, equality
and openness are promoted. In order to
ensure openness and promote a feeling of
justice, organizations should set up regular
interaction mechanisms with employees
regarding the application of Al and
automation in HRD procedures and any
prospective impacts. HRD professionals also
need to stay current on moral discussions
concerning the use of Al and the changing
legal environment.

4. Future Directions

Al in HR has enormous promise for the
coming years. Al technology will make it
possible to implement ever-more complex
talent acquisition and retention approaches
that companies develop. Future advancement
and progress in the following fields is planned:
First, as Al algorithms advance, talent
recruiting and retention tactics will become
more accurate and  successful.  The
development of deeper learning and machine
learning models that are capable of analyzing
large amounts of data and providing
individualized findings will be the main
priority of subsequent studies. Second,
integrating information from several sources—
including text, photos, and audio—will yield a
better thorough knowledge of applicants and
staff members. Al algorithms will be capable
to provide suggestions and conclusions that
are more pertinent and effective when
multimodal data is integrated. Thirdly,
companies will be able to more accurately
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foresee the demands and desires of their
workforce through developments in predictive
analytics. Proactive HR tactics will be made
possible by future Al systems' increased
capacity to forecast patterns and actions.
Lastly, continued investigation into the
establishment of responsible Al will guarantee
that Al platforms are created and used
appropriately. This entails encouraging
fairness, guaranteeing openness, and
removing prejudices in Aldriven HR
procedures. Al will make it possible to create
highly customized work environments that
change based on the tastes and habits of each
individual ~ employee.  Future artificial
intelligence (AI) technologies will improve
connection and persistence by providing
smooth, individualized interactions across all
touchpoints.

5. Conclusion

Al is revolutionizing talent acquisition and
employee retention by providing powerful
tools and insights that enhance HR processes.
From sourcing and screening candidates to
predicting employee attrition and creating
personalized development plans, Al-driven
technologies are transforming the way
organizations attract, engage, and retain
talent. There are several advantages to
integrating Al into HR, such as increased
productivity, decreased bias, better applicant
circumstances, and increased employee
participation. To truly utilize Al in HR,
however, businesses need to solve issues with
data protection, equity, openness, and moral
application. The prospects of talent
acquisition and staff retention appears bright
as Al capabilities advance. By leveraging
advanced Al  algorithms, integrating
multimodal data, and prioritizing ethical Al
development, organizations can create more
effective and personalized HR strategies that
drive business success and create positive
employee experiences. Al is not just
transforming HR processes; it is redefining
the way organizations interact with and
support their most valuable asset — their
people.
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