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Abstract

Artificial intelligence (Al) has become more common in human resource management
(HRM) as a result of the incorporation of digitalization. One example of this is the use of Al-
based applications in the hiring process. These Al-driven solutions have gained popularity
because they enable humans and computer intelligence to work together harmoniously to
accomplish desired objectives. The rapid integration of artificial intelligence into recruitment
and talent analytics has fundamentally transformed how organizations source, screen, evaluate
and retain human capital. While Al-assisted tools promise greater efficiency, scalability and
ostensibly objective decision-making, a growing body of evidence reveals that these systems
frequently encode, amplify and perpetuate systemic biases rooted in historically inequitable
hiring practices. The transition from automation to algorithmic governance in talent
management thus raises urgent ethical questions that extend well beyond technical

performance.

Keywords: Artificial Intelligence in HRM, Talent Analysis, Applicant Tracking Systems,

Resume Parsing, Algorithmic Discrimination, Employee Evaluation

Introduction

Acrtificial Intelligence represents one of the most transformative technologies in modern
Human Resource Management and talent analytics. Al-driven systems are being used by
businesses all over the world to enhance hiring, employee assessment, workforce planning,
performance management and career development. Technologies such as machine learning,
predictive analytics, natural language processing, and Al-powered chatbots enable HR
professionals to automate repetitive tasks, analyze large volumes of workforce data, and make

faster, data-driven decisions.
]
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Al has led to increased efficiency of organizations, helps them to decrease
administrative tasks and improves accuracy in decision making. By leveraging Al based talent
analytics organizations can personalize employee experience, predict skill gaps, foresee
employee attrition and plan better workforce strategy. Among many the HR function is
transforming from being a traditional administrative function to a more strategic and intelligent

one.

The global adoption of Al solutions in HRM have also given rise to critical ethical,
legal, and governance implications. For instance, when trained with past organizational
records, Artificial Intelligence can perpetuate and exacerbate existing biases in decision
making based on gender, race, ethnicity, and age. ATS and Al-focused recruitment software
can also discriminate against qualified candidates based on keyword elimination and
algorithmic biases. Issues pertaining to algorithmic transparency, worker monitoring, data
privacy, and dehumanization have also heightened concerns over ethical Al adoption in HRM.
Artificial intelligence has fundamentally transformed talent analytics, enabling organizations
to take data-oriented decisions about hiring, performance management, succession planning
and workforce development at unprecedented scale. Today about 80% of organizations report
using Al in some part of their talent lifecycle whether resume screening or employee retention
predictions. While ethical concerns and algorithmic bias dominate in public debate, the
discussion around Al-assisted talent analytics needs to go well beyond these important but

insufficient aspects.

While bias in Al systems pose a serious ethical issue including discrimination in hiring
outcomes, unfair performance evaluations and unfair promotion decisions and treating bias
solely as an ethical concern overlooks a crucial reality: bias is now a material business risk.
Undetected algorithmic bias creates substantial financial liabilities including:

e Legal costs from discrimination claims and settlements
e Regulatory penalties as authorities impose fines for algorithmic discrimination
e Remediation expenses that are 3-5x more expensive than prevention

e Market limitations when biased systems serve some populations poorly

Nearly 70% of organizations are increasing Al investments, yet many struggles to

operationalize Al at scale because they focus on technology without aligning talent, systems,
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and strategy. The constraint is no longer access to Al tools but integrating innovation, ethics,

and long-term organizational impact into a unified transformation strategy.

Methodology
The present study is descriptive and analytical in nature that is focusing on the ethical
dimensions and bias risks that are associated with Al-assisted talent analytics in Human

Resource Management . The study is based on both primary and the secondary data sources.

Primary Data

Primary data was collected through a structured questionnaire which is related to Al
usage in recruitment, employee evaluation, workforce management and ethical concerns in
HRM. 200 questionnaires were distributed in total and 115 respondents successfully completed
and returned the questionnaire. The collected responses were analyzed using percentage

analysis and interpretation methods.

Secondary Data

Secondary data was collected from sources such as peer-reviewed journals, research
papers, books, case studies, government reports, legal documents, and online academic
databases such as Springer, ScienceDirect, Wiley, Emerald and Google Scholar. The secondary
data helped in understanding the overall theoretical concepts, global research trends, legal

developments and real-world cases related to Al-assisted HRM.

Sampling Method

The study used convenient sampling for collecting responses from participants.

Review of Literature
1. Kumar (2025) — Ethical Challenges of Al in HRM

Kumar carried out a study focusing on the ethical implications of Artificial intelligence
in Human Resource Management where According to the study the main risks connected to Al
Human Resource systems are algorithmic bias, privacy issues and over reliance on automated
decision making. It found that Al algorithms trained on historical data could unintentionally
reproduce discrimination based on gender, race and age. The study also highlighted that
overreliance on Al could decrease human oversight in hiring and employee appraisals and
Kumar concluded that organisations should implement Al governance framework, audits and

transparent decision-making mechanisms to ensure responsible Al deployment in HRM.
___________________________________________________________________________________________________________|
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2. Bar-Gil et al. (2023) — Governance Gaps in Al-Driven HR Systems

Bar-Gil and colleagues studied the challenges that organizations face in managing
governance and accountability when using Al in human resource practices. The researchers
found that while many companies are becoming more aware of the ethical risks linked to Al
systems. Most organizations still do not have proper governance structures to deal with issues
like algorithmic bias, transparency and accountability. They also noticed that companies
usually respond to Al ethics problems only after issues arise, instead of taking a planned and
systematic approach from the beginning. According to the study the companies should create
a transparent framework for Al governance and carry out frequent transparency audits and
switch to human centric Al models that combine algorithmic efficiency with ethical oversight

and human judgment.

3. Riaz and Ghanghas (2024) — Al-Driven Performance Evaluation

Riaz and Ghanghas analyzed Al-powered performance management systems. The
study found that employees viewed Al-generated feedback as more objective and consistent
than traditional evaluations. The researchers also emphasized the importance of fairness and

transparency in Al-driven assessments.

Objectives

1. To examine the role of Artificial Intelligence in modern talent analytics and human
resource management

2. To evaluate the effectiveness of Al-driven tools in employee performance evaluation,
promotion decisions, and career development

3. To investigate the prevalence and nature of algorithmic bias in Al-assisted talent
analytics systems

4. To critically analyse the filtering mechanisms of Applicant Tracking Systems (ATS)
and their discriminatory impact on candidate screening

5. To assess the erosion of human judgment in ATS-driven recruitment processes

Observations
1. The role of Artificial Intelligence in modern talent analytics and human resource

management.
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Over the past decade, talent analytics has established itself as a significant discipline
within applied data science, particularly in the domain of human resource management (HRM).
The field has attracted considerable scholarly interest, with Al-driven approaches being applied
across three core areas: talent management, organizational management, and labor market

analysis (Comprehensive Survey of Al Techniques for Talent Analytics, arXiv, 2023).

From the period of 2015 to 2025 there has been exponential growth of publications
within this field. Especially since the year 2020 there has been a significant increase. This can
be attributed to the recognition of both researchers and practitioners on the value intelligent
systems can add when leveraged within HRM. Country-wise contributions can be seen from
India, Germany, USA, and UK. Topic-wise there are three main themes that exist within this
body of literature which include machine learning, human resource analytics, and predictive

analytics (Frontiers in Artificial Intelligence, 2026).

The ability of Al to automate time consuming and repetitive tasks is one of its most
direct effects on HR. These consists of duties like:
Resume Screening and Candidate Sourcing: The Al algorithms are capable of analysing
resumes and job descriptions that are looking for potential candidates based on the skills,
experience or qualifications. This not only saves time for HR professionals but also reduces
the risk of human bias in the initial selection process.

Scheduling Interviews: Scheduling interviews can get pretty complicated, but Al tools are
making it much simpler. These tools can automatically figure out the best times for everyone,
taking into account what both the candidates and the interviewers prefer. This really cuts down

on the administrative work and helps make sure that communication flows smoothly.

Onboarding and Training: Through answering questions and giving access to the required
information and materials, Al chatbots can assist new employees during their first day at work.
Moreover, Al-based training platforms enable a customized learning experience based on

individual capabilities and requirements.

Decision Making through Data with the help of Al: There is a lot of data available to HR

personnel, which helps them take better and objective decisions.
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It Comprises: Predictive Analytics: In order to predict the performance of employees, their
turnover rate, and possible skills shortage in the organization, Al can analyze data. This way,

HR can solve the problem before it occurs.

Sentiment Analysis: Al and analysis of communication by employees through email, survey,
etc. can help in identifying sentiments and any issues regarding the morale, engagement or
even burnout of employees. Early identification enables early intervention which helps in

building a positive work environment.

Compensation and Benefits Optimization: In order to recommend a fair and competitive
compensation and benefit package for the employees, Al would be able to analyze market data,
employee demographic data and performance data such that the workforce remains happy and

motivated.

Personalized Employee Experience Al has the capability to personalize employee
experience through the entire employment lifecycle. These include:
Career Development: With the aid of artificial intelligence, a customized learning path can
be recommended for individuals based on skills, interests, and aspirations. This is beneficial

since it ensures that employees feel appreciated in their professional development.

The use of Al to analyse data helps to improve the accuracy of recruitment, personalize
training, and manage performance proactively. Al tools make it easier to screen candidates and
analyse interviews, which increases accuracy and speed in hiring. Artificial intelligence makes
it easier to acquire talent through analysis of large databases of candidates.

The use of Al in talent management and development is double edged in that apart from
providing performance data analysis, it also predicts future trends that will enable proactivity.
Predictive analytics using Al also helps in workforce planning, helping the HRD practitioners

in their talent management and development.

Predictive analytics allows organizations to predict workforce dynamics with greater
accuracy. The use of artificial intelligence for such applications as personalized learning

platforms and predictive analytics provides more insightful data and allows one to detect the
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most talented people. The use of artificial intelligence abilities such as natural language
processing, machine vision, automation, and augmentation is of great importance for the

process of talent management and yields positive results.

Al-based HRM systems employ predictive analysis, natural language processing, and
machine learning algorithms in order to help organizations develop effective talent
management strategies. Such systems can personalize the experience of each individual
employee and automate routine HRM operations.

Al-powered chatbots and sentiment analytics systems have completely redefined
engagement, feedback, and wellness, leading to what is known as the "Al-mediated experience

layer" in academic circles.

Analytics systems employ HR metrics, predictive analytics, and workforce planning to
create actionable business intelligence, along with knowledge management systems for talent
mapping, succession risk assessment, and knowledge transfer. As the integration of Al
becomes widespread, HR practitioners gain the ability to automate, be productive, and match

talents with organizational needs.

Al transforms HR from being a supportive administrative role to a strategic intelligence

role within the business ecosystem.

The integration of Al into HRM will help improve decision making in the short term as
well as in the long term; however, there are some challenges, including HRM ethics, data
security and integrity, biased algorithm, and others. Some of the challenges include
depersonalization bias and data security, among others. It is important to address these

challenges through transparency and fairness.

The application of Al has already begun by HR departments, particularly recruitment
departments, to perform repetitive tasks (Melder 2018; Miller-Merrell 2016). For the purposes
of talent analytics, unsupervised machine learning could be considered for helping the
recruitment process. Machine learning can be applied in order to analyze posts on social media

and detect features of the applicants that will not necessarily be mentioned on the CV.
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Unsupervised machine learning could be applied for recommending jobs according to the
previous searches and posts of the applicant (LinkedIn can be considered as an example that
has applied such an approach in order to recommend jobs to its users). On the other hand, if
the objective of the talent analytics project is to measure the impact of the training expenditure
on the business volume, then supervised regression models could be applied, since there is data

about the process.

2. Employee Evaluation, Promotion and Workforce Management.
2.1 Al in Employee Performance Evaluation

The introduction of artificial intelligence technology into performance management has
proved to have tangible benefits compared to traditional methods. As noted by People Fluent
(2024), as cited in Thrive Sparrow, firms that use Al-driven software are highly efficient in
performance management processes, working two times faster than those not using such
technologies. The major advantage in this case is linked to the ability of Al technology to
provide objective evaluations while cutting down paperwork for HR specialists.

Furthermore, in support of this, Riaz and Ghanghas (2024) have demonstrated that Al-
generated feedback, owing to its personalized nature, outperforms traditional human feedback
in improving the performance outcomes of employees. This study reveals that employees find
Al feedback more accurate and unbiased in nature, resulting in increased perceptions of
organizational fairness among them. Additionally, the timeliness of Al feedback was seen to
improve employee commitment and job satisfaction, and even outperform traditional

supervisory feedback in reducing turnover behaviors.

From a methodology perspective, Al-based performance evaluation systems take
advantage of machine learning techniques and data analytics to provide an all-inclusive and
unbiased assessment of employee performance. This is according to the findings from studies
conducted by RSIS International which show that these tools offer great potential for
eliminating the subjective judgment and bias that has plagued conventional performance

appraisal methods.

2.2 Al in Promotion & Career Development
Al has increasingly been used to redefine the manner through which organizations have
been approaching their careers and promotions since Al makes this process more data-driven

and personalized. Basri (2023) confirmed that the use of predictive analysis in HR practices
___________________________________________________________________________________________________________|
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ensures that an organization can plan for its employees' future careers, thus making them feel

valued and trusted.

In line with this, Riaz and Ghanghas (2024) illustrated how the use of Al in HR
analytics helps professionals in making informed decisions, especially when it comes to areas
like budgeting and major development projects. Importantly, such Al systems have the capacity
to recognize the employees who have the greatest potential and suggest appropriate
developmental interventions in order to foster their growth, thus ensuring the development of

a strong leadership pipeline.

The increased favoring of Al for evaluative and developmental purposes is further
validated by the results of Biswas, Talukder, and Khan (2024) in China Accounting and
Finance Review (Emerald Publishing). The study found that when a pre-designed formula was
used for providing feedback on performance, employees showed significantly more trust in the
Al algorithm than in the experience of human supervisors. Moreover, performance

expectations were greater among respondents.

2.3 Al in Workforce Management & Planning

The ability of artificial intelligence to change the dynamics of workforce management
and HR strategy planning has been proven by an increasing number of empirical and review
studies. In particular, a systematic literature review based on the PRISMA methodology,
covering 13 peer-reviewed papers published from 2017 to 2025, found that the adoption of Al
has significantly improved HR operations through three main areas: efficiency, objectivity in
decision-making, and precision of strategy. More importantly, firms that used Al-based HR
tools have experienced positive changes in their workforces, namely lower turnover rates and

higher engagement of employees (Springer Nature, 2025).

On an organizational level, the structure of the workforce itself appears to change in
relation to investments made in artificial intelligence. Babina et al. (2023), through their
research synthesis at the Brookings Institution, have discovered that companies that invest in
Al tend to display a clear tendency to alter their workforce composition, favoring higher
educated employees, employees with higher technical skills, and independent contributors.
This discovery implies that Al not only changes the way organizations operate HR functions

but also requires different human capital than before.
___________________________________________________________________________________________________________|
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Challenges

Results and Analysis

1.Algorithmic Bias in Al-Assisted Talent Analytics Systems
Figure: 1.1

Belief that Al can unintentionally bias based on gender, age, or ethnicity

115 responses

B Agree B0% (92 responses)
Disagree 10% (12 responses)
Neutral 10% (11 responses)

Strongly Agree 0% (0 responses)

Strongly Disagree 0% (0 responses)

Pie Chart 3 shows the opinions of the respondents in regard to the possibility that Al
technology could possess the ability of discrimination of individuals based on gender, age, or
ethnicity in an unintentional manner. Out of 115 respondents interviewed, the results indicate

an overwhelming consensus.

Among the most pressing problems identified as a result of the survey are those of
unintentional discrimination by Al talent analytics systems. Based on the results of the survey
conducted among 115 participants, it was found out that an overwhelming majority of 80
percent (n = 92) of the participants feel that Al talent analysis systems can discriminate against
people unintentionally based on their gender, age, or ethnic background.

This perception is not unjustified either. Algorithms used by Al technologies learn from
historical data. And if this data includes any kind of past biases, like gender biases against
women being hired, age bias during promotions, and racial biases against blacks having
leadership positions in organizations, then it will perpetuate these very biases through its

operations. Al will thus end up reinforcing human bias rather than getting rid of it.

The reason why 10% of the people who were interviewed were neutral concerning

whether bias exists in artificial intelligence technology and even 10% of them actually denied
I ——

Special Issue | Vol. 12, Issue 14 | 2026 | UDDEEPANA 2026 — One-Day International Conference on Contemporary

. . . . ; 10
Innovations and Futuristic Trends in Management Studies | Transcend Degree College, Bengaluru, Karnataka, India



© 2026 The Author(s) | Open Access| International Journal of Business and Economics Research (IJBER) e-ISSN: 2455-3921

its existence is due to the fact that either they are unfamiliar with artificial intelligence in human
resource management or they are overconfident about the objectivity of algorithms. In fact, this

is a challenge in itself, namely the challenge of ignorance.

The lack of responses on the extremes of the spectrum — neither "Strongly Agree"” nor
"Strongly Disagree™ receiving any responses (0%, n = 0) — indicates the presence of balanced
risk perception in the respondents. While this may indicate a certain level of caution, it can also
be considered a major organizational risk because of the organization's failure to recognize
algorithmic bias as a real threat, rather than just a possibility. The ambiguity of risk perception
is a serious problem for an organization because it might lead to the postponement of

implementing necessary bias mitigation measures into Al HR systems.

Taken together, the survey findings bring to light three deeply interconnected
challenges that contemporary organizations must urgently confront in the deployment of Al-

assisted talent analytics.

First, it is the problem of biased training data. Al learns decision-making rules based
on data collected historically. When the data reflects historical injustices in the form of gender
bias in hiring, racial biases in management positions, and age discrimination during
promotions, then the algorithms will be inherently discriminatory because they were trained on
such data. Instead of correcting these biases, Al might end up amplifying them as its decisions
would not be based on any human biases or prejudices but just on the data available (Barocas
& Hardt, 2023).

The second issue pertains to algorithmic opacity. A considerable number of Al tools
that are currently being used within the realm of HRM operate as 'black boxes," with the input
and output of computations performed by the tool being entirely opaque to the human
professional using it. The opacity of such algorithms makes it extremely difficult for human
resource professionals to determine where and how bias enters the decision-making process
(Doshi-Velez & Kim, 2017).

The third and most difficult structural challenge is the challenge of ethical governance.

At present, organizations do not have adequate regulation, internal auditing standards, and
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accountability procedures to be able to reliably detect, quantify, and address the problem of
bias in Al-driven HR software. This makes possible the development of discrimination via Al

algorithms unnoticed and unresolved for prolonged periods of time.

Tackling these problems requires a multi-faceted institutional approach. First,
organizations should focus on implementing the XAl framework, which will allow them to
make their algorithmic decision-making process open and understandable. At the same time,
the use of varied, unbiased, and historically correct training data sets is crucial to avoid
institutional perpetuation of systemic discrimination. Algorithmic bias audits that can be
performed by internal staff as well as external independent evaluators should become routine
procedures. Lastly, the development of fair, accountable, and transparent Al governance
policies that promote talent management rather than discrimination is critical.

2. ATS-Driven Filtering Bias
Figure: 2.1

Personal Experience of Unfair Al-Driven HR Decisions

115 responses

B Yes (no elaboration) 26 responses (23%)
B No 26 responses (23%)
Yes - human intervention needed 13 responses (11%)
B ATS keyword bias (detailed) 13 responses (11%)
B N/A 13 responses (11%)
B None 13 responses (11%)

B Incomplete response 11 responses (10%)

2.1 Keyword Filtering Bias

From the qualitative data analyzed above, it is evident that one of the areas where
algorithmic bias can be observed in today's talent acquisition process is through the Applicant
Tracking System. ATS systems are now commonly used in many organizations around the
world and use keyword matching and resume parsing algorithms to identify suitable candidates

among large pools of applicants. Although the ATS systems bring efficiencies in large-scale
I ——
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hiring processes, their over-reliance on text formats and keyword density results in an
inherently discriminatory screening tool that automatically eliminates competent candidates
who fail to match algorithmically preferred resume formats. Example: A competent individual
may be disqualified for using "team leadership™ instead of "people management."

This particular type of bias becomes even more problematic in its implementation since
it is invisible; neither the applicant nor the HR specialist is aware that the decision to reject an
application was based on formatting and not on the level of qualifications. This means that the
pool of talent is defined by technical knowledge and not by merit, thus raising some concerns

regarding the legitimacy of the process.

2.2 Resume Formatting Rejection

The ATS systems are very prone to resume formatting. The resumes which include
tables, columns, graphics, logos, headers, footers, or any kind of unusual font can be easily
misunderstood or completely ignored by the system. The consequence is that the resumes that
look good for the human eye do not pass through the algorithm.

2.3 Disadvantage to Non-Traditional Candidates
Those who have been educated in a non-traditional way, career changers, those who are
self-taught, and people with career gaps suffer a great deal. This is because the ATS system is

usually set up for the usual career path and the standard qualifications.

2.4 Too Narrowly Confined to Matching Job Title Precisely

The vast majority of ATSs follow job titles strictly in their searches for a suitable
candidate. Someone performing the exact same duties as a 'Sales Executive' under a slightly
altered job description like 'Business Development Executive' may be rejected even if they

possess all the required skills. Titles become more important than experience in such cases.

2.5 Lack of Transparency

Another reason is never disclosed when a candidate is refused. In some cases, it is a
lack of necessary skills. Or perhaps a resume was overlooked by an automated screening tool
that failed to understand its content. Sometimes it is a case of formatting that causes the

problem; sometimes it is unknown software bug blocking any progress.
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2.6 Cultural and Linguistic Discrimination

Some ATSs detect specific linguistic and cultural patterns from particular regions and
languages that may disqualify international candidates. Speakers of different varieties of
English, for example, may be disadvantaged by the inability of a system to recognize terms

that are common in one country but unfamiliar in another.

2.7 Age and Experience Bias

Experience gained over years of work can become a disadvantage in the application
process in case the system detects an outdated year of obtaining a degree. The presence of old
technology terminology in the CV may trigger automatic detection. Sometimes application
systems reject resumes that contain work history exceeding some hidden criteria regarding time
frames. Old graduation dates may be enough to lose any chance to get attention. The software
typically omits profiles where no new keyword matches are found. Long professional careers

tend to disappear before reaching any human eyes.

3. Impact of Applicant Tracking System on Hiring Decision-Making

The persons working with artificial intelligence technologies in recruitment do not only
worry about loss of control but observe this phenomenon first hand. The mentioned survey
finds that 88% of recruiting professionals who use software for hiring agree that suitable
candidates are automatically rejected due to lack of proper keyword matches (Franklin Fitch,
2022). Notably, this concern comes from those who know these systems from the inside since
they develop and operate them every day. An interesting contradiction lies in the fact that teams

aware of their software's flaws still continue using it without changing anything

Case Studies
1. Harvard Business School Finds Hidden Workers

Out of nowhere, Harvard Business School looked into "Hidden Workers," showing how
software filters people before hiring managers ever see them. Not every resume makes it
through - some get stopped cold because someone took time off or switched jobs often. Instead
of getting tossed aside, these applicants might actually bring real value. Machines flag odd
patterns, like degrees from lesser-known schools or careers that zigzag across industries. Even

so, plenty remain sharp, skilled, ready. Hidden does not mean unqualified.
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2. Amazon Al Hiring Tool 2018

Back in the day, Amazon built a machine-learning model meant to sort job applications
faster. Not long after, problems showed up - the algorithm had picked up patterns from old
hiring choices, most of which favored men. It started marking down CVs if they mentioned
“women’s,” like in clubs or college names. Graduates from schools just for women often got
lower scores without good reason. By 2018, worries about unfair treatment grew too strong to

ignore. The company chose to shut it down rather than risk deeper issues.

3.1 Older Workers Face Unfair Treatment in Hiring Systems

Older job seekers often struggle when applying online because hiring software favors
younger profiles - not by design, but due to hidden patterns. These systems learn from past
hires, which usually skews results toward newer jargon instead of deep expertise. While much
attention goes to race or gender gaps, age-based filtering slips under the radar. Filters built on
outdated assumptions quietly sideline experienced applicants. Behind the scenes, algorithms
amplify workplace trends that already undervalue maturity. One result? Years of hands-on
knowledge get treated as less relevant than recent keywords.

One out of every seven job seekers over fifty said they were turned down because of
their age, according to a Totaljobs survey cited by HR News in 2024. Since automated hiring
tools learn from old data, they might absorb past prejudices against older applicants - so instead
of fixing bias, machines could quietly repeat it. While built to streamline choices, these systems

risk mirroring outdated norms simply by mimicking history.

It’s clear how this kind of exclusion works. Many applicant tracking systems skip older
job seekers by filtering based on when someone graduated, or how many years they’ve worked
- using those numbers as quiet stand-ins for age. In front of the U.S. Senate, AARP stated
plainly: artificial intelligence makes age bias worse by automatically rejecting people due to
school dates or work history - a move that plays out in actual hiring results. Their research also
showed around 66 percent of employees 50 or older saw or felt age-related unfairness at work,

pointing to deep-rooted patterns across companies.

Apart from filtering preferences, an ATS system trained predominantly on labor market

data within the last few years is likely to favor keywords related to the current technologies

Special Issue | Vol. 12, Issue 14 | 2026 | UDDEEPANA 2026 — One-Day International Conference on Contemporary

. . . . ; 15
Innovations and Futuristic Trends in Management Studies | Transcend Degree College, Bengaluru, Karnataka, India



© 2026 The Author(s) | Open Access| International Journal of Business and Economics Research (IJBER) e-ISSN: 2455-3921

and platforms and thus exclude older employees who use industry standard language for their
work done in another technological period. As HR News (2024) points out, the keyword biases
of ATS systems systematically ignore experiences and skills that are important for older
employees, at the same time preferring more technical language that applies to young

employees.

Such biases imply the problem of workforce composition. As stated in Bureau of Labor
Statistics data provided by Braggin Right (2023), women aged 55+ constitute the largest
growing age-gender group in the workforce, and one in four employees will be 55+ years old
in the coming future. Thus, the systemic exclusion of this category of workers through ATS
filtering is not only unethical but also inefficient for organizations and macroeconomics,

denying companies access to valuable and growing talents.

The problem of lack of transparency in the process of ATS screening adds up to the
previous issues. Candidates over 55 excluded from further consideration by ATS systems do
not receive any feedback regarding why they were rejected

Governance and Ethics in Al use for Human Resource Management
1. Hidden Biases in Automated Decisions

It's well known that Al used in hiring can carry unfairness forward. Instead of fixing
old problems, machines sometimes worsen biased decisions because they learn from past
records. Problems arise when personal information is handled poorly. Trust declines as workers
worry about how their data is used behind the scenes. Decisions influenced by hidden code
tend to favor certain groups without clear reasons. Heavy reliance on automated tools weakens
real human judgment over time. When systems ignore differences among people, results
become less fair. These issues impact team makeup and company culture alike (Kumar, 2025;
Valco, 2023).

A study from Management Review Quarterly, published by Springer Nature in 2026,
examined how artificial intelligence is used in human resource management. It can sometimes
level the playing field but can also make unfair patterns worse. Instead of just summarizing
findings, it drew insights from 43 vetted papers written over eight years. What stood out was

the consistency in processes, thanks to machines completing tasks without changing moods or
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becoming tired. Yet behind those clean outcomes lay messy roots—coded decisions shaped by
flawed datasets. Hidden within logic lines were echoes of past discrimination embedded in the
numbers given to software. Human choices also guided systems toward skewed results through
design decisions and blind spots. Because no single solution works everywhere, oversight must

adapt alongside tech changes. Watchful rules need to evolve as new flaws emerge.

In practice, problems become apparent quickly. One large finance company used
artificial intelligence to sort job applications and later discovered a surprising pattern—
applicants identifying as Black were often ranked lower than others. This issue stemmed from
the wording and schools listed on their resumes, patterns taken directly from old hiring records
filled with bias. That machine learned from human mistakes and repeated them without
question. Another examination of name-based differences revealed something similar: names
that sounded African American had about two percent lower response rates compared to names
associated with White applicants, according to Curry’s analysis three years ago. What happens

behind screens still reflects past choices made long before code was involved.

Unfairness in Al used for job hiring goes beyond just race. A look at a 2023 analysis in
Humanities and Social Sciences Communications, which is part of Nature, reveals that there is
more complexity involved. This study combined findings from 49 papers over a span of 16
years and showed that algorithms can favor specific genders, races, skin tones, and even
personality traits. A lot of this issue comes from limited data sets that were used to train these
systems during their development. Additionally, the personal biases of the individuals who
create these tools also contribute to the problem. Solutions are not simple or straightforward,;
simply improving the code will not solve the issue. Enhancing fairness requires changing how
data is collected and making the decision-making processes more transparent. At the same time,
companies need to strengthen their internal ethics policies. Outside oversight through

regulation provides another layer to ensure fairness.

In the summer of 2023, a significant change occurred quietly. The U.S. Equal
Employment Opportunity Commission concluded its initial case regarding unfair Al practices
in hiring. This was not announced with fanfare, but rather through terms agreed upon in court.
By August ninth, iTutorGroup accepted responsibility for its actions. A sum of three hundred

sixty-five thousand dollars was exchanged, not as profit but more like restitution. Over two
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hundred individuals received this payment. All of them had applied for jobs, and every single
one was over fifty-five years old. The automated systems had blocked their applications
without any warning or explanation. The code in the hiring tool made age-based assumptions.
Federal law was clear on the matter. The Age Discrimination in Employment Act remained in
effect. Automation does not justify legal violations. The biases embedded in algorithms cannot

be concealed.

A noticeable pattern emerged immediately. One applicant was initially rejected simply
because her actual birth date was recorded on the form. However, when she applied again, this
time stating a younger age, the result changed. She received an invitation to interview. The
rules programmed into the software were evident. Women over fifty-five were blocked from
obtaining tutoring positions. Men over sixty faced the same barriers. There were no exceptions

coded into the system.

This situation goes beyond just the financial transactions. The EEOC has identified
discriminatory hiring tools as a priority in its 2023-2027 plan, indicating that changes are
taking place quietly but surely in workplace regulations. A new phase is beginning, not with
loud announcements but with clear intentions regarding the oversight of artificial intelligence

in the hiring processes of companies.

3. Absence of Institutional Governance Frameworks

There is a notable lack of institutional governance frameworks regarding Al ethics in
human resource management, even though there is increasing scholarly and regulatory
awareness. Many organizations do not have sufficient governance tools to effectively manage
Al ethics in human resources. Case studies show that while companies recognize ethical issues,
their responses tend to be reactive and not sufficiently proactive. Measures such as
transparency audits and bias training are mentioned in literature but are not consistently

implemented according to Bar-Gil et al. in 2023.

This lack of governance structures indicates a significant structural failure in
governance. The use of Al in HRM has the potential to enhance efficiency, improve accuracy,
and aid in strategic HR decision-making but also brings risks related to transparency, fairness,
and accountability. Literature suggests that HR technologies are evolving from simple

automation to include human-Al collaboration, ethical Al systems, and responsible innovation.
___________________________________________________________________________________________________________|
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The absence of governance frameworks also impacts Al vendors. Companies often
assert trade secrets over their Al models, which restricts external audits and regulatory
oversight. This lack of transparency diminishes accountability and leaves individuals with
limited options to contest biased hiring practices. Traditional labor enforcement agencies often
exacerbate this issue as they typically lack the necessary technical expertise to effectively audit

Al systems for bias, resulting in inadequate regulation of Al-driven hiring tools.

4. Algorithmic Opacity and the ""Black Box' Problem

A major challenge hindering ethical governance in Al-driven HRM is the lack of clarity
regarding algorithmic decision-making. The "black box" characteristic of many algorithms
makes it challenging for candidates and HR professionals to comprehend or dispute decisions,
as noted by Brozek et al. in 2024 and Zhou in 2023. Research published in the Human Resource
Management Journal in 2025 highlights algorithmic opacity as a significant and concerning
aspect of Al in HR research, alongside potential biases in the systems, a preference among
users for human decision-makers over algorithms, and issues related to trust in algorithms that

mimic human behaviour.

A notable legal case illustrating this issue is Houston Federation of Teachers v. Houston
Independent School District from 2017, where a teachers' union filed a lawsuit against the
school district regarding its use of the Educational Value-Added Assessment System, which is
an Al-based tool for evaluating teacher performance. The union contended that the algorithm
was opaque and did not provide adequate explanations for its results, making it hard for

teachers to understand or challenge the evaluations made about them.

Empirical research further supports the notion that algorithmic opacity can cause
psychological harm. An experimental study conducted in 2023 involving 375 participants with
work experience, published in Behavioural Sciences, revealed that Al transparency compared
to opacity resulted in higher challenge appraisals and trust while lowering threat appraisals
among employees. The study indicated that increased Al transparency fosters trust in Al by
enhancing challenge appraisals and decreasing threat appraisals, with domain knowledge about

Al influencing this relationship.

To address the issue of algorithmic opacity, Explainable Al, often referred to as XAl,
has become an important governance tool. The development of XAl techniques, such as SHAP
value analysis, allows HR professionals to break down, audit, and justify algorithmic decisions,
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shifting the emphasis from just accuracy to verifiable fairness. Marler in 2024 showed how an
Al compensation tool utilizing SHAP analysis identified pay disparities by highlighting the

specific factors contributing to inequities, which enables targeted corrective measures.

5. Data Privacy and Employee Surveillance

Al systems in HRM require access to extensive volumes of sensitive personal data,
generating significant and legally complex privacy vulnerabilities. The increasing use of Al-
powered tools in recruitment, performance management, and employee monitoring raises
questions about algorithmic transparency, accountability, and the potential for bias. Existing
regulations like GDPR and CCPA offer some protection, but significant gaps remain,
especially concerning the explain ability of Al algorithms and the handling of sensitive
employee data.

The tension between Al efficiency and data minimization principles is particularly
acute in HR contexts. GDPR's data minimization principle requires that personal data be
adequate, relevant, and limited to what is necessary for the purposes for which it is processed
— a principle that, given the vast volumes of data Al tools rely on, creates a compliance

challenge that HR departments have found particularly difficult to navigate.

Surveillance goes further from recruitment to employment. According to research
carried out in SAGE Journals (2025), real-time surveillance through algorithmic management
threatens the privacy of the employees, while the lack of transparency in algorithms hinders
their ability to comprehend the internal workings of algorithms, thus casting doubt on the
fairness of platform allocation methods. Also, the use of the data of the employees by Al
systems may threaten the privacy of the employees, making it possible for data breaches to
occur. The application of Al and automation in HRM may inadvertently perpetuate
discrimination and bias, particularly when algorithms are trained using biased data (Rodgers et
al., 2023; Broady et al., 2023).

6. Job Displacement and Human Dignity

Apart from the issues of privacy and discrimination, ethical debates related to Al use in
HRM also include the issue of existential job insecurity and human dignity in general.
According to an IBM report (2023), almost 40% of the global workforce — some 1.4 billion

people — will require reskilling within three years due to advances in Al.
I ——
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While the possibility of automation leading to disruption in terms of job security,
especially where routine tasks are involved, poses ethical dilemmas, the right to employment
is also threatened by the possibility of de-skilling through the employment of Al technologies.
This means that there must be a balance between automation and the human factor to protect
worker dignity (Bruun & Duka, 2018; Ekuma, 2024). Another bibliometric study done between
1984 and 2024 showed that policy makers should prioritize investments in massive reskilling

and upskilling of the workforce to avoid job displacement.

7. Regulatory Frameworks — The EU Al Act (2024)

The most important regulatory development regarding the governance gaps in Al-
enabled HRM has been the adoption of the Al Act (Regulation EU 2024/1689) by the European
Union. The act came into force on 1 August 2024 and has become the first legal instrument
regulating the usage of artificial intelligence in the world. Many Al systems used in the field
of employment can be considered high-risk according to the Act, such as Al systems used for
the recruitment or selection of natural persons, decisions influencing employment conditions
or promotion, task allocation based on behaviour of individuals, as well as monitoring and

assessment of performance and behaviour of the employees.

There are numerous obligations of employers with respect to using high-risk Al
systems. Transparency obligations are among those, meaning that employers should inform
candidates and employees regarding the use of Al systems and their functioning. Moreover,
there is an obligation of providing information to the individuals in case they ask for
explanation concerning the involvement of Al system in decision-making process. It is also

necessary to ensure that Al training data is relevant, representative, accurate and unbiased.

Under the EU Al Act 2024, Al systems employed in HR processes, including scoring,
promotion, and automated termination of employment, are considered high-risk, thus entailing
stringent requirements on explain ability, human oversight, and auditability. The full
enforcement of high-risk Al obligations is due in August 2026, and regulators warn about being
complacent, emphasizing that one or two years are not enough for overhauling or certifying Al

systems, and therefore, HR departments should be getting ready far before that date.

8. Proposed Governance Solutions
The combination of empirical, legal, and regulatory evidence suggests an institutional
response framework based on multiple pillars. In order to address ethical concerns,
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organizations must implement ethical Al governance practices, use Explainable Al (XAl)
solutions, and apply hybrid decision-making processes, which will take into account both
algorithms' advice and human intuition. Ethical discussion, adaptable governance processes,
and training programs are indispensable for proper Al deployment in HRM.

The literature unites around the idea of participatory design and governance as the
necessary conditions for ethical Al in HRM, promoting the idea of "Human-Algorithm Co-
management,” where Al's analytical potential is complemented by human empathy and context

comprehension.

Findings of the Study

With a focus on its ethical implications, governance issues, and algorithmic bias
hazards, the current study investigated the expanding integration of artificial intelligence (Al)
into talent analytics and human resource management (HRM). The following key conclusions
were drawn from the examination of academic literature, empirical data, survey results,

legislative advancements, and actual organizational cases:

1. Al has Transformed HRM from Administrative Support to Strategic Intelligence
According to the study, Al has significantly changed HR's function from a regular
administrative task to a strategic, data-driven decision-making unit. These days, hiring,
employee assessment, workforce planning, performance management, succession planning,
and employee engagement all heavily rely on Al-assisted personnel analytics. Businesses may
automate tedious HR procedures while also producing strategic insights for long-term
personnel planning thanks to technologies like machine learning, predictive analytics, natural

language processing, and chatbots driven by artificial intelligence.

2. Al Significantly Improves Efficiency and Accuracy in Talent Management

The findings show that by automating time-consuming and repetitive processes like
resume screening, interview scheduling, onboarding, and performance tracking, Al-powered
HR systems significantly increase operational efficiency. Businesses who used Al-driven
performance management systems claimed increased employee productivity, decreased
administrative burden, quicker decision-making, and improved objectivity. Additionally,
companies can more accurately forecast staff attrition, identify talent gaps, and optimize

personnel planning thanks to Al-based predictive analytics.
I ——
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3. Personalized Employee Experiences have become a Major Advantage of Al-Driven
HRM

Al technology enable highly customized employee experiences throughout the
employment lifetime, according to the study. Organizations may customize training, growth
opportunities, and career pathways based on the requirements, abilities, and goals of individual
employees thanks to Al-driven learning platforms, career development systems, and
performance feedback tools. It was discovered that workers thought Al-generated feedback

was more reliable, data-driven, and unbiased than conventional human assessments.

4. Algorithmic Bias Emerged as the Most Significant Ethical Challenge

The study's main conclusion is that the biggest ethical danger connected to Al-assisted
talent analytics is algorithmic prejudice. According to the results, 80% of participants thought
that Al systems would inadvertently discriminate against people based on their gender, age,
race, or other demographic traits. According to the study, pre-existing disparities in recruiting,
promotion, and workforce management procedures are often replicated and amplified by Al
systems that inherit biases from past training data.

5. Applicant Tracking Systems (ATS) Systematically Exclude Qualified Candidates
According to the investigation, keyword matching and strict resume formatting
standards are often given precedence over real candidate competency in ATS-driven
recruitment systems. Because of this, very skilled applicants are frequently disqualified only
because their resumes don't use the language, formatting styles, or job-title terms that
algorithms favor. Al-driven recruitment systems were found to disproportionately penalize
non-traditional candidates, job changers, candidates with employment gaps, and self-taught

professionals.

6. Al-Assisted Recruitment Contributes to the Erosion of Human Judgment

The results show that significant human control during crucial phases of talent
acquisition has decreased due to an over-reliance on automated recruitment methods.
According to empirical data, a large number of HR professionals admit that ATS platforms
frequently reject qualified applicants due to keyword mismatches rather than skill issues. The
elimination of human judgment can enable algorithmic discrimination to function at scale
without instant detection, as demonstrated by case studies like Amazon's now-discontinued Al

recruitment tool.
]
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7. Age Discrimination has become a Hidden Dimension of ATS Bias

According to the study, age-related discrimination is a type of Al prejudice that is
becoming more prevalent but has not received enough attention. Elderly candidates are
routinely excluded from applicant tracking systems (ATS) due to the use of graduation years,
experience criteria, and out-of-date keyword choices as indirect proxies for age. Despite having
considerable professional competence and experience, older workers are disproportionately
disadvantaged by automated recruitment processes, according to evidence from labor market

research and regulatory inquiries.

8. Algorithmic Opacity Undermines Transparency and Accountability

Another critical observation is that Al-based HR systems work like "black box"
technologies where even the decision-making process cannot be understood by HR
practitioners themselves. This opacity of Al systems hinders the capability of organizations
and employees to understand how decisions about hiring, promotions, or evaluations are being
made. The non-transparent nature of such technology leads to low accountability and makes it
difficult to question any injustice.

9. Existing Governance Structures are Inadequate for Ethical Al Deployment

The research showed that most organizations today do not have adequate institutional
governance structures that could regulate the use of Al in HRM. Though organizations are
becoming more and more conscious of ethical issues associated with Al, their governance
structures still appear to be more reactive and fragmented rather than preventive. There is no
evidence of internal audit systems, fairness tests, bias monitors, or regulatory compliance

systems in place.

10. Data Privacy and Employee Surveillance have Intensified

This suggests that Al-enhanced HR systems need vast amounts of information on
employees, raising major issues around privacy, surveillance, and data protection. Al-based
surveillance technologies, which can analyze how employees behave, communicate, produce
work, and engage with their peers, may threaten the autonomy and psychological safety of
employees. Another important finding from this study is the significant compliance issues
organizations encounter while trying to balance Al efficiency and data protection laws such as
GDPR and CCPA.
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11. Legal and Regulatory Oversight of Al in HRM is Increasing Rapidly

The study revealed the emergence of a global trend towards more rigorous regulation
of Al-based employment systems. Significant events such as the EEOC v. iTutorGroup case
and the European Union Al Act (2024) indicate the growing institutional awareness of the
threats associated with the use of discriminatory algorithms in recruitment and workforce
management. According to the European Union Al Act, numerous HR-based Al systems are
considered “high-risk,” thus requiring stringent measures related to transparency, fairness,

human involvement, and periodic algorithmic testing.

12. Explainable Al (XAl) and Human-Al Collaboration are Becoming Vital Solutions

The analysis demonstrated broad agreement in academic literature on the necessity of
Explainable Al (XAl), hybrid decision-making algorithms, and human-centric governance
models. Scholars increasingly emphasize the importance of using “Human-Algorithm Co-
management” strategies, where Al serves as an auxiliary but not a substitute tool. Transparent
algorithms, diverse training data sets, regular bias audits, and inclusive governance strategies
were recognized as crucial tools for achieving fairness and ethical use of Al in HRM.

13. The Al in HRM Is a Double-Edged Sword

In conclusion, the results show that Al-enabled talent analytics entails a dual nature.
First, Al creates many opportunities for efficiency, accuracy, personalization, and strategic
workforce planning. Second, if not coupled with ethical standards and accountability, the very
same technologies will create problems such as institutionalized discrimination, loss of

privacy, impaired human judgment, and entrenched organizational inequality.

14. Ethics Will Decide the Future of Al-Assisted Talent Analytics

Ultimately, the study proves that the successful implementation of Al in HRM requires
not only technological progress, but also an effective governance strategy. Companies that are
able to find the right balance between automation and ethics, transparency, and respect for their
employees are more likely to succeed. Therefore, ethics-based governance is not just an

obligatory tool but a strategic one.

Suggestions of the Study

In light of the results of the current research, as well as the analysis of secondary data
from peer-reviewed articles, legal cases, regulatory sources, and empirical studies, the
I ——
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following recommendations are provided regarding the ethical and efficient use of talent

analytics supported by Al technologies in Human Resource Management (HRM).

1. Organizations Need to Implement Ethical Al Governance Structures

It is recommended that organizations create an ethical Al governance structure when
implementing Al in their HR management processes. According to the literature, many
organizations still use reactive approaches to deal with Al-related issues ethically (Bar-Gil et
al., 2023). Thus, companies need to introduce Al ethics committees, internal auditing

procedures, and accountability structures.

2. Explainable Al (XAl) Should be Implemented to Enhance Transparency

The results indicate that algorithmic opacity is one of the biggest problems in Al-
enabled HRM. As many Al technologies function as "black boxes," people usually find it
difficult to comprehend how decisions are made. The importance of implementing Explainable
Al (XAI) tools is discussed in detail by Brozek et al. (2024) and Zhou (2023). Hence,
organizations need to implement XAl technologies that enable HR professionals to explain

their recruitment, promotion, and performance evaluation decisions.

3. Algorithmic Bias Audit Should be Done Periodically

The research suggests conducting periodic algorithmic bias audit to detect and rectify
any discriminatory results from artificial intelligence systems. According to scientific articles
published in Nature (2023) and ScienceDirect (2025), Al systems based on biased historical
data can unintentionally discriminate against people based on their gender, race, ethnicity, and
age. Thus, it is recommended to test the Al system periodically for its fairness and train it using

a diverse dataset.

4. Human Judgment Must be Kept Paramount in HR Decisions

From the findings, an overreliance on automated recruitment and selection systems
might result in the weakening of human judgment. From the research by Harvard Business
Review and ResearchGate (2023), it is evident that qualified applicants have been denied
opportunities due to the rigidity of ATS screening process. As such, the organization must
ensure that decisions are made using a combination of human and Al approaches, where Al

works to enhance human judgment. The final decisions must be human-made.
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5. Applicant Tracking Systems (ATS) Should Be Re-engineered for Equality and Equity

The findings imply that ATSs need to be reengineered to avoid discrimination against
applicants. At the moment, ATSs are not accommodating to candidates with non-traditional
experiences. Career changes, unconventional career trajectories, and older employees are
among those who suffer from this form of bias. Employers should thus decrease dependence

on literal keyword matching and adopt other forms of assessment.

6. There Is Need for Enhanced Data Protection and Employee Protection Policies

There is an increasing number of HR systems that rely on artificial intelligence. As
noted in previous research, there are many concerns associated with employee privacy and
surveillance as well as misuse of data in the context of increasing usage of Al-driven HR
systems. The key challenge here is that Al systems need large amounts of employee data which

creates compliance problems.

7. Organizations Must Train Al on Diverse and Representative Data

It is noted that one of the main reasons for biased results of Al is biased data. Since
most of the recruitment and promotion processes have been historically biased against certain
groups, the same trend is reproduced by the Al. Thus, organizations must use diverse and

representative data to train their Al.

8. Regulatory Compliance Preparedness Should be Improved

The development of legal frameworks like the European Union Al Act (2024)
highlights growing regulatory attention on Al technologies in HRM. Companies need to ensure
that they are prepared for the future compliance requirements through the introduction of
transparency, documentation, explainability, and auditing processes. Adherence to new Al

regulations will help companies avoid legal troubles.

9. Al Literacy and Ethical Knowledge Need to be Developed

According to the findings of the research, there is a need for increased awareness on
the part of HR professionals and workers concerning the issues of ethics associated with the
use of Al technology. There are many individuals who still view Al technology as being totally
unbiased despite the fact that this is not always the case.
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10. Human-Centric Al Strategies Should be Promoted

The academic literature makes it clear that there is a need to maintain balance between
technology efficiency and human dignity as well as employee wellbeing. This can be achieved
through strategies such as “Human-Algorithm Co-management,” whereby the use of Al is
meant to assist human decision making while maintaining empathy, fairness, and

contextualization.

Conclusion

This current research focuses on the emerging importance of Artificial Intelligence (Al)
in talent analytics and Human Resource Management (HRM). Special attention is paid to the
ethical dimensions of using Al, the problems associated with governance of Al, and the risks
of bias. It has been found that the use of Al has greatly influenced modern HRM practices by
allowing companies to automate routine activities, optimize hiring processes, manage their
workforce better, develop personalized training programs for employees, and make more data-
driven decisions. Machine learning, predictive analytics, natural language processing, and Al
HR tools have turned HR into strategic intelligence.

Indeed, the results prove that talent analytics through Al provides a number of
advantages for the organizations, such as improved efficiency, more accurate recruitments and
performance assessment, higher levels of employee engagement, and more proactive
workforce management. Moreover, the use of Al technology helped organizations find skills
gaps, conduct optimal succession planning, and offer personalized career development
opportunities. Finally, the employees began to consider Al-based evaluations as more objective
and consistent compared to the traditional human evaluations.

Nevertheless, despite the benefits mentioned above, the research proves that there are
many ethical and governance issues associated with the implementation of Al in HRM. Firstly,
algorithmic bias was found to be one of the most significant challenges faced by the
researchers. As mentioned above, the Al systems that were trained using historically biased
data perpetuated inequality in terms of gender, race, ethnicity, and age. In addition, ATSs tend
to filter out talented individuals as they do not meet strict requirements concerning keywords,

formatting, and career choices.
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A further issue raised in the study is the loss of human judgment when it comes to
recruiting and evaluating employees. The over-reliance on algorithms can lead to decreased
empathy and understanding of context, which can have a negative impact on the decision-
making process of HR professionals. Moreover, the opaque nature of many Al algorithms poses
serious issues of transparency and accountability, as it makes it very hard for employees to
know or question how decisions are made. There are also growing fears about the use of

surveillance, data privacy, and misuse of workforce information.

It has been found in the study that present governance structures of organizations do
not suffice in tackling the ethics of Al-assisted HRM. While there has been a growing
awareness about risks of Al, most organizations do not have governance systems, bias
monitoring tools, transparency, and accountability in place. In addition to this, some legal
advancements such as European Union Al Act (2024) and EEOC v. iTutorGroup indicate the

need for greater regulation and ethical compliance.

In summary, this research finds that the role of Al in talent analytics is an area of great
potential and great responsibility at the same time. Future development of Al-powered HRM
will depend not only on the development of technology itself but also on organizations’ ability
to create Al governance frameworks that are transparent, just, accountable, and human-centric.
Deployment of Al for ethical purposes will require striking a balance between the analytical
power of Al and human values like empathy, fairness, inclusivity, and dignity. Organizations
that will manage to reconcile technological progress with governance practices will be able to
create equitable talent management processes in the digital environment.
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