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Abstract 

Sustainability is the key to success. Artificial Intelligence (AI) is becoming an ever more 

effective tool in the transformation of human resource management through faster data-driven 

and employee-oriented decision-making processes. This research paper will look into the role of 

HR practices supported by artificial intelligence and its potential to increase employee retention 

and ensure workforce sustainability. AI will be analyzed from the perspective of its use in 

recruiting, onboarding, performance management, engagement, learning and development, 

career management, and workforce analytics. It will be shown how AI-driven solutions can help 

to recognize the needs of employees, anticipate their turnover risks, personalize development 

opportunities, and intervene into human resource management timely. However, such issues as 

algorithmic bias, privacy and transparency of data, and over-reliance on technology must be 

taken into account. It will be suggested that AI can enhance employee satisfaction, engagement, 

commitment, and retention when used alongside human-centred HR policy. 
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1. Introduction 

The development of Artificial Intelligence (AI) technology has become a powerful tool changing 

the modern work environment and the strategic significance of human resource management 

(HRM). Modern enterprises are implementing AI technology into HR processes such as 

recruiting, workforce planning, communication, performance evaluation, learning, and talent 

management. In contrast to conventional HR information systems, modern AI systems are 

capable of analyzing huge amounts of data, identifying patterns, creating forecasts, and 

supporting managers in evidence-based decision making. This means that the role of HRM has 

moved away from purely administrative tasks to analysis and strategy. Nonetheless, the 

contribution of AI to the enterprise is determined by not only the advanced technological 

capabilities but also its integration with human reasoning and assistance to employees. Research 

shows that the use of generative AI can help significantly increase the efficiency of workers, 

especially those with limited experience (Brynjolfsson et al., 2025). The employee retention has 

simultaneously become an important strategic concern because voluntary employee turnover can 

result in loss of organizational knowledge, disruption of operations, additional recruitment and 

training expenditure, and reduced workforce stability. AI-enabled HR practices provide 

organizations with new mechanisms for understanding employee behaviour and identifying 

factors associated with disengagement and turnover. Predictive analytics can integrate 

information relating to performance, career development, engagement, absenteeism, and other 

workforce indicators to assist HR professionals in recognizing potential retention risks. AI can 

also facilitate personalized employee experiences through tailored learning opportunities, career 

recommendations, and responsive HR services. The effectiveness of these applications depends 

on responsible implementation, data quality, employee acceptance, and the integration of 

analytical insights with managerial expertise. Research on people analytics emphasizes that HR 
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analytics can contribute strategically when organizations develop the capability to transform 

employee data into meaningful organizational insights (Marler & Boudreau, 2017). The impact 

of using AI-powered HRM techniques on employee retention also has to be considered from a 

human-centric point of view. The positive attitude of employees towards work technologies is 

more probable when people feel that the use of those technologies enhances their work 

experience, creates developmental possibilities, and ensures fairness and transparency of 

organizational processes (Bhanot & Gaikwad, 2025). On the other hand, excessive surveillance 

of people with the help of algorithms, lack of transparency of decision making, issues related to 

privacy, and replacement of human reasoning might cause doubtfulness or opposition. The 

process of using AI technologies in HRM should be properly balanced with the inclusion of 

automation and human participation (Dong et al., 2024). 

Workforce sustainability extends the retention perspective beyond simply reducing employee 

turnover by emphasizing the organization's ability to maintain a capable, engaged, healthy, 

adaptable, and productive workforce over the long term. AI-enabled HR practices can contribute 

to this objective by improving skill identification, supporting continuous learning, facilitating 

internal mobility, strengthening employee engagement, and enabling proactive workforce 

planning. These capabilities are increasingly important as technological developments 

continually alter job roles, competencies, and patterns of work. Research on sustainable HRM 

highlights the need to integrate economic, social, human, and organizational considerations into 

HR practices so that organizational performance can be maintained without undermining the 

long-term development and well-being of employees (Aust et al., 2020). 

2. Background of Study 

The fast digital transformation of organizations has led to substantial changes in HRM. 

Traditionally, HR functions have relied heavily on manual processes and managerial decision-

making, which is nowadays complemented by artificial intelligence, machine learning, 

automation, and workforce analytics. Artificial intelligence applications have become a part of 

such functions as recruiting, training employees, managing their performance, providing 

compensation packages, and retaining the workforce (Gaikwad, 2024). Such technologies help 

HR managers to analyze employee data and provide them with insights which may help in 

making more informed and systematic decisions. The artificial intelligence helps to reduce the 

number of administrative tasks that HR managers need to perform and concentrate more on 

strategic questions about the workforce. However, successful implementation of such 

technologies in HRM requires technological skills from HR professionals and also raises some 

financial, organizational, and legal considerations (Sakka et al., 2022). Employee retention has 

increasingly been considered as a major problem because firms find themselves competing for 

talented workers who will ensure continuity, productivity, and organizational know-how. 

Traditional retention approaches tend to be reactive and wait until employees get dissatisfied or 

leave their jobs before taking any action. Also, AI algorithms in HR management can help in 

recruiting, onboarding, monitoring, engaging employees, and skills development within an 

organization. AI-driven HR algorithms have a great potential for employee recruitment, 

engagement, and retention (Popescu et al., 2023). 

Despite all these opportunities, the increasing adoption of AI in HRM poses many organizational 

and ethical challenges. For example, employees could fear for their privacy, surveillance, AI 

bias, transparency, unfairness, and how much the automated systems would impact the decision 

making regarding employment. All these issues become more relevant when it comes to 
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retention since the employees’ attitudes towards the organization depend on their trust in the 

organizational processes and their perceptions of procedural fairness (Gaikwad & Bhattacharya, 

2024). Therefore, the organizations have to make sure that AI would not substitute human 

judgment in the decision making in terms of sensitive HR issues. It is crucial for HR managers to 

develop appropriate ethical protection mechanisms that guarantee that fairness becomes the core 

of AI-driven people management processes (Charlwood & Guenole, 2022). Research into AI 

adoption in HRM has identified these organizational and technological conditions as important 

determinants of successful implementation (Tuffaha & Perello-Marin, 2022).  

3. Scope and Significance of Study 

The scope of this study includes the use of Artificial Intelligence (AI) in different areas of 

Human Resource Management and its possible impact on employee retention and workforce 

sustainability. AI-based activities associated with recruiting and selecting employees, 

onboarding, engaging employees, performance management, learning and development, career 

management, workforce analytics, and predicting turnover are discussed. In India, owing to fast 

digitalization and growing use of data-driven HR systems, there is a new approach to managing 

people within the organization. The study analyzes AI not only from the perspective of 

automation but also as a strategy that will help create more pleasant experience for employees 

and make evidence-based workforce decisions. Indian research indicates that AI is affecting the 

processes of HR management, making them more efficient and changing traditional methods of 

managing people (Jain, 2018). AI-enabled HR analytics can potentially help organizations 

recognize patterns associated with employee dissatisfaction, disengagement, performance, and 

turnover intentions before employees actually leave the organization. Indian scholarship has 

emphasized that HR analytics can strengthen strategic human-resource decisions by converting 

workforce data into actionable insights and enabling HR departments to contribute more 

effectively to organizational outcomes (Mishra et al., 2016). The AI-driven retention strategy 

should be based on not only technology but also on such aspects as fairness, engagement of 

employees, transparency, and human judgment. The research conducted among Indian 

companies shows that the employees’ perception of artificial intelligence may have an effect on 

the organizational behavior and results (Brougham & Haar, 2018). By connecting AI-enabled 

HR practices with retention and sustainability, the study contributes to understanding how 

technology can be deployed while maintaining employee-centred and socially responsible HR 

systems. Indian research on sustainable HRM similarly emphasizes integrating employee 

development, organizational performance, and long-term sustainability considerations into 

human-resource practices (Mishra, 2017). 

4. Objective of Study 

• To examine the role of Artificial Intelligence (AI) in transforming Human Resource 

Management practices. 

• To identify the major AI-enabled HR practices used for employee engagement, 

development, performance management, and retention. 

• To assess the influence of AI-enabled HR practices on employee retention. 

• To examine the contribution of AI-based HR practices towards workforce sustainability 

and long-term employee development. 

• To analyse the major challenges associated with AI adoption in HRM, including privacy, 

transparency, algorithmic bias, and employee trust. 



International Journal of Technology, Management and Social Sciences (IJTMSS) 

[ISSN: 2583-8482] 

                     Volume 3_Issue 4 [Oct-Dec 2025] 

                      www.ijtmss.org                                                         ©All copyrights reserved 

146 

• To suggest appropriate measures for the responsible and effective use of AI-enabled HR 

practices for improving employee retention and building a sustainable workforce. 

5. Review of Literature 

The authors identified recruitment, employee matching, performance evaluation, workforce 

planning, and employee retention as important areas in which AI applications can support HR 

professionals. However, they also highlighted challenges concerning data limitations, 

algorithmic accuracy, fairness, and organizational capability. Their study emphasized that AI 

should complement managerial judgment rather than completely replace human involvement in 

HR decisions. This perspective is particularly relevant to employee retention because predictive 

systems can identify workforce patterns and potential attrition risks, while managers remain 

responsible for understanding the individual and organizational factors behind such patterns 

(Tambe et al., 2019). 

Vrontis et al., (2022) noted that AI-supported HR systems provide opportunities for increased 

efficiency, personalized employee management, and improved organizational decision-making. 

They identified technological readiness, employee acceptance, ethical concerns, and 

organizational culture as important factors affecting successful implementation. The study 

further suggested that greater attention should be devoted to understanding the consequences of 

AI adoption for employees rather than focusing exclusively on operational efficiency. This 

supports the present study's emphasis on connecting AI-enabled HR practices with employee 

retention and sustainable workforce development. 

Prikshat et al., (2023) emphasized that AI-augmented HRM can improve organizational 

capabilities when technological intelligence is effectively combined with human expertise. At the 

employee level, AI can contribute to personalized development, better allocation of skills, 

improved workplace experiences, and informed career decisions. The successful implementation 

requires attention to employees' perceptions, trust, organizational readiness, and responsible 

governance. The research therefore provides a strong theoretical foundation for examining how 

AI-supported HR practices may contribute to employee retention and longer-term workforce 

sustainability. 

6. Discussion and Analysis 

It shows that AI-based HR strategies could be used as a tool for making employee retention more 

effective through moving from reactionary interventions to preventative and proactive 

interventions in HR management. While retention activities may use periodic surveys, exit 

interviews, and observations by managers, the data gathered by the use of AI technology could 

help to analyze various workforce metrics on an ongoing basis, including employee engagement, 

performance, absenteeism, learning, career development, and feedback. Such data may help 

companies to detect early risks of turnover and apply necessary retention measures. It is 

especially useful in view of the fact that there are many factors that influence employee retention 

and not just one aspect of work environment. It was proved that algorithmic HR technologies 

increase efficiency of HR decision-making process but this is contingent upon the quality of data 

available (Meijerink et al., 2021). Chatbots and virtual assistants powered by artificial 

intelligence may also allow employees quick access to all information about organizational 

policies, benefits, leaves, learning possibilities, and HR services. These technologies will 

minimize bureaucratic processes and improve the experience of employees. This technology 
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must serve as a complement to real-life interactions between employees, managers, and HR 

personnel and not as a substitute for an intimate employment relationship (Strohmeier, 2020). 

Competency gap identification, anticipation of upcoming skill needs, recommendations on 

reskilling/up skilling programs, and internal mobility – all of these can be performed using AI-

driven skills analytics. These activities could help organizations rely less on recruitment and 

focus on developing their employees for future tasks. Furthermore, employees who see learning 

and internal mobility opportunities would likely show greater organizational commitment and 

lower turnover intentions (Malik et al., 2022). The organizations should establish clear 

governance mechanisms governing data collection, algorithmic decision-making, privacy 

protection, human review, and employee communication. Employees should also have 

opportunities to question or seek clarification regarding significant AI-supported HR decisions. 

Therefore, the most sustainable approach is a human–AI collaborative HR model, where AI 

provides analytical capabilities while HR professionals retain responsibility for contextual 

interpretation, ethical judgment, empathy, and final decision-making. Responsible AI 

governance can consequently become an important condition linking AI-enabled HR practices 

with employee trust, retention, and sustainable workforce outcomes (Leicht-Deobald et al., 

2019). 

7. Finding of Study 

• AI-enabled HR practices improve HR decision-making by enabling faster processing of 

workforce information and supporting data-driven talent-management decisions. 

• Predictive HR analytics can strengthen employee retention by identifying patterns 

associated with disengagement, declining performance, absenteeism, and potential 

employee turnover at an early stage. 

• AI contributes to personalized employee experiences through customized learning 

programmes, career recommendations, skill-development opportunities, and employee-

support services. 

• Employee engagement and development emerge as important links between AI-enabled 

HR practices and retention, as employees are more likely to remain when they experience 

meaningful growth and career opportunities. 

• AI-based learning and skills analytics support workforce sustainability by identifying 

competency gaps and facilitating continuous reskilling, up skilling, and internal talent 

mobility. 

• AI-powered chatbots and automated HR services can enhance the efficiency and 

accessibility of HR functions, reducing routine administrative delays and improving 

employee experience. 

• The effectiveness of AI in employee retention depends considerably on employee trust 

and acceptance of AI-supported HR systems. 

• Algorithmic bias, data privacy, lack of transparency, employee surveillance, and 

inaccurate predictions constitute major challenges associated with AI-enabled HR 

practices. 

• AI is most effective when it complements rather than replaces human judgment, 

particularly in sensitive decisions concerning performance, career progression, rewards, 

and employee retention. 

8. Conclusion 
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Artificial Intelligence is revolutionizing Human Resource Management because it helps 

businesses shift from traditional HR processes to more forward-looking and personalized 

processes. The conclusion made in the research paper is that AI-powered HR processes can make 

valuable contributions to retaining employees due to predictive workforce analytics, personalized 

learning and development, employee engagement, career development, performance 

management, and effective HR services delivery. By detecting possible threats of turnover and 

needs of employees at the early stages, AI enables HR managers to implement appropriate 

retention initiatives on time. The study makes it clear that the role of AI in creating a sustainable 

workforce is dependent upon a responsible and human-centric implementation of it. AI needs to 

facilitate, not substitute the human decision-making process especially when it comes to 

decisions involving employment. The issues of algorithmic discrimination, privacy, 

transparency, surveillance, and data security should be resolved through proper governance 

structures. Organizational management needs to integrate the power of AI along with ethical HR 

practices, employee involvement, empathy, and continuous training and re-training of 

employees. 
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