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Abstract 

Background and Purpose: With the emergence of Large Language Models (LLMs) and the rapid 

advancement of Generative Artificial Intelligence (GenAI), traditional human resource 

management (HRM) paradigms are undergoing fundamental transformation. As organizations face 

an intensifying “war for talent,” conventional recruitment and retention methods are no longer 

sufficient. This study explains the strategic applications of generative artificial intelligence in 

transforming HR functions and examines its impact on employer branding through the 

personalization of the employee experience. Method: A descriptive-analytical approach was 

adopted, based on a systematic review of recent literature and industry reports (2023-2024), 

examining GenAI-based tools across the employee lifecycle and analyzing the opportunities and 

challenges of their implementation. Findings: Generative artificial intelligence, beyond 

automating repetitive tasks, functions as an “intelligent colleague.” In talent acquisition, it reduces 

time-to-hire and improves recruitment quality through engaging job descriptions and real-time 

candidate interaction; in learning and development, it enables personalized learning paths; and in 

employer branding, it enhances organizational image through creative, interactive content and 

improved candidate experience. Nonetheless, challenges such as algorithmic bias and data security 

persist. Conclusion: Integrating generative artificial intelligence into HR processes is not optional 

but essential for maintaining competitive advantage, requiring organizations to shift from a 

traditional to a data-driven, intelligent approach and to elevate HR from a support function to a 

strategic partner, guided by clear ethical protocols for overseeing AI outputs. 

Keywords: Generative Artificial Intelligence, Digital Human Resource Management, Employer 

Branding, Talent Acquisition, Employee Experience . 
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1 Introduction 

Problem Statement: A Paradigm Shift in Human Capital Management 

In today's rapidly advancing technological landscape, artificial intelligence (AI) has emerged as a 

transformative force reshaping various aspects of human life and industries (Zhang & Lu, 2021). One of 

the areas in which artificial intelligence has taken fundamental strides is human resource management 

(HRM), a core function responsible for coordinating employees, policies, and processes within 

organizations (Budhwar et al., 2023). 

The integration of generative artificial intelligence systems, of which ChatGPT is a prime example, has 

ushered in a new era in workforce management and employee engagement. These advanced systems, rooted 

in deep learning algorithms, are capable of generating human-like text, engaging in natural language 

conversations, and simulating human thought processes (Korzynski et al., 2023). The core issue is that 

traditional human resource management methods can no longer meet the complexities of the current 

business environment, and organizations must adopt these emerging technologies to maintain competitive 

advantage and enhance their employer brand (Iswahyudi et al., 2023). 

Generative Artificial Intelligence: Beyond Administrative Automation 

The role of ChatGPT and similar technologies in HRM is highly diverse, ranging from automating mundane 

tasks to enhancing candidate and employee experiences (Koc et al., 2023). At the core of this integration 

lies the promise of increased efficiency and productivity. Generative AI systems can facilitate 

administrative tasks such as scheduling interviews, answering frequently asked questions, and managing 

large volumes of applicant data (Sudirjo et al., 2023). 

This intelligent automation allows HR professionals to shift their focus from time-consuming operational 

activities to strategic initiatives that require human creativity and empathy (Iswahyudi et al., 2023). 

Furthermore, research shows that the design of ChatGPT-based digital HR platforms provides the necessary 

infrastructure for real-time, responsive interactions, leading to a more agile organizational culture (Zhou & 

Cen, 2023). 

Revolutionizing Talent Acquisition and Candidate Experience 

One of the most critical applications of generative artificial intelligence is in the recruitment process, which 

has a direct impact on employer branding. Silva and Costa (2022) showed that tools such as ChatGPT, by 

leveraging natural language processing, simplify the hiring process and perform initial resume screening 

with high speed and accuracy (Silva & Costa, 2022). 

These systems personalize communications with applicants and respond instantly to their questions about 

organizational culture and job conditions. This level of responsiveness dramatically enhances the 

“candidate experience” and improves the organization's image in the minds of talent. This technology also 

increases the quality of competency assessment by simulating interview scenarios and providing feedback 

(Iswahyudi et al., 2023). 
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Personalized Learning and Employee Development 

In learning and development (L&D), generative artificial intelligence has challenged traditional one-size-

fits-all training paradigms. Chowdhury et al. (2023) state that AI capability frameworks can unlock the 

value embedded in human capital through personalized learning (Chowdhury et al., 2023). 

ChatGPT can tailor training content to each employee's individual needs, learning style, and career path. 

This approach not only accelerates upskilling but also increases job satisfaction and retention rates by 

demonstrating the organization's attention to individual employee growth (Budhwar et al., 2023). 

Ethical Challenges, Bias, and Privacy 

Despite its transformative benefits, the widespread integration of generative artificial intelligence into HRM 

is not without challenges. Ethical concerns, particularly regarding data privacy and algorithmic bias, require 

careful examination (Ray, 2023). 

AI models are trained on data that may contain historical biases. If left unchecked, these biases can lead to 

discriminatory decisions in hiring or promotion (Vrontis et al., 2022). Deng and Lin (2022) warn that 

cybersecurity issues and the protection of sensitive employee data during interactions with chatbots are 

critical priorities that organizations must address (Deng & Lin, 2022). 

It is also essential to strike a balance between automation and human intervention, since human resource 

management inherently requires empathy and emotional intelligence, which artificial intelligence lacks 

(Fui-Hoon Nah et al., 2023). 

Research Necessity and Objective 

Although the existing literature on the application of artificial intelligence in human resources is growing, 

it has not yet provided a comprehensive understanding of the complex dynamics of “generative” tools. Most 

previous studies have focused on general artificial intelligence (such as Zhang & Lu, 2021), and dedicated 

studies on ChatGPT and its impact on employer branding remain limited. 

This study aims to explore the opportunities and challenges of this emerging technology, seeking to provide 

valuable insights for HR professionals and organizational managers so that they can leverage the potential 

of ChatGPT while managing its ethical and technical risks (Rane et al., 2023). 

Theoretical Foundations and Research Background 

This section examines the existing literature on generative artificial intelligence (Generative AI), its 

applications in human resource management (HRM), and the challenges of its implementation, in order to 

establish a theoretical framework for understanding how tools such as ChatGPT are transforming traditional 

HR processes. 

Generative Artificial Intelligence and ChatGPT: Definitions and Capabilities 

Artificial intelligence (AI) has emerged in recent years as a transformative technology across various 

industries (Zhang & Lu, 2021). Among these, “Generative AI,” of which ChatGPT is a prominent example, 

represents a major leap in machine capabilities. These systems, developed by OpenAI, are based on “Large 
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Language Models” (LLMs) and are designed to generate human-like text based on the input received 

(Korzynski et al., 2023). 

Silva and Costa (2022) explain that the main distinction between ChatGPT and traditional chatbots lies in 

its ability to understand “context,” generate creative content, and engage in complex conversations (Silva 

& Costa, 2022). These features make ChatGPT an ideal tool for fields that require strong textual and verbal 

communication, including human resource management. 

Transformation in the Recruitment and Talent Acquisition Process 

Recruitment is the cornerstone of human resource management and has benefited significantly from 

generative artificial intelligence. Iswahyudi et al. (2023) state that ChatGPT reduces the heavy burden of 

administrative tasks associated with this vital function (Iswahyudi et al., 2023). Key applications in this 

area include: 

Initial Screening: Generative systems such as ChatGPT facilitate the resume review process by automating 

initial communications. These systems analyze resumes and cover letters and send personalized responses 

to candidates based on predetermined criteria, saving time and improving the candidate experience through 

rapid responsiveness (Silva & Costa, 2022). 

Candidate Engagement: Generative artificial intelligence engages candidates in real time and answers their 

frequently asked questions about company culture, job responsibilities, and application status. Koc et al. 

(2023) showed that prompt responses to user (or candidate) questions increase their satisfaction and 

engagement (Koc et al., 2023). 

Interview Preparation: ChatGPT helps candidates refine their responses by simulating interview scenarios 

and providing feedback on their answers, increasing candidate confidence and improving final interview 

performance. 

Employee Engagement and Organizational Communication 

Generative artificial intelligence promotes frictionless communication within organizations, a vital 

component of employee satisfaction and engagement. Zhou and Cen (2023) showed that this technology 

can transform employee onboarding and support processes (Zhou & Cen, 2023). 

The Onboarding Process: New employees often face numerous questions about company policies and 

culture. ChatGPT, by providing instant answers, ensures that new hires feel supported and informed from 

day one, leading to a positive onboarding experience and higher retention rates. 

Intelligent Employee Assistant: Chatbots equipped with generative artificial intelligence act as virtual 

assistants, answering employee questions about leave balances, benefits, and insurance, reducing the need 

for direct contact with HR staff (Iswahyudi et al., 2023). 

Surveys and Feedback: Automating the employee feedback collection process through interactive surveys 

ensures anonymity and encourages honest feedback. Sudirjo et al. (2023) emphasize that sentiment analysis 

of feedback texts by ChatGPT helps managers identify areas for improvement (Sudirjo et al., 2023). 
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Training, Development, and Learning 

Continuous learning is vital for employee growth and organizational progress. Budhwar et al. (2023) argue 

that generative artificial intelligence has changed the way training programs are designed and delivered 

(Budhwar et al., 2023). 

Personalized Learning Paths: ChatGPT creates tailored training modules by analyzing employees' skills, 

job roles, and learning preferences, increasing training effectiveness and leading to better skill acquisition. 

Interactive Modules: Designing interactive training modules, including simulations, quizzes, and real-world 

scenarios, captures employees' attention and encourages active participation. 

Real-Time Support: During training sessions, employees can ask questions, and ChatGPT improves the 

overall training experience by providing instant explanations. 

HR Data Analysis and Decision-Making 

Generative artificial intelligence significantly contributes to HR analytics by processing vast volumes of 

data and generating operational insights (Chowdhury et al., 2023). 

Data Analysis and Reporting: Generative systems analyze HR data such as performance metrics, turnover 

rates, and engagement levels, and produce comprehensive reports that help identify patterns and support 

data-driven decision-making. 

Predictive Analytics: AI algorithms predict future HR trends based on historical data, helping managers 

develop strategies to mitigate risks such as the turnover of key employees. 

Challenges and Ethical Considerations 

Despite its transformative potential, the integration of ChatGPT into HRM faces serious challenges. Ray 

(2023), in a comprehensive review, warns that ethical considerations must not be overlooked (Ray, 2023). 

Bias and Discrimination: AI models learn from training data; if this data contains bias, the model reinforces 

it. Biases related to gender, race, and ethnicity in HR data can negatively affect decision-making (Vrontis 

et al., 2022). 

Privacy and Data Security: AI systems rely on vast amounts of data, which often include sensitive employee 

information; protecting this data is critical to preventing unauthorized access (Deng & Lin, 2022). 

User Trust and Acceptance: Employees and HR professionals need assurance that the AI system can handle 

their questions accurately and confidentially. Lack of transparency can lead to resistance to technology 

adoption. 

Job Displacement: The automation of HR tasks raises concerns about the human role. Although AI 

increases efficiency, it may lead to job displacement, requiring the upskilling of HR employees (Fui-Hoon 

Nah et al., 2023). 

Conceptual Research Framework 

Based on the above literature review (drawn from Rane, 2023), the theoretical framework of this study is 

grounded in the principle that ChatGPT and generative artificial intelligence play a dual role in HRM: on 
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the one hand, acting as an “efficiency enabler” that automates processes, and on the other hand, acting as 

an “experience enhancer” that enriches human interactions. However, the success of this system depends 

on managing its ethical and technical challenges. 

Research Methodology 

Research Design and Approach 

In terms of purpose, this research falls within the category of “applied-developmental” studies, since its 

aim is not only to extend theoretical knowledge in the field of digital human resource management, but also 

to provide practical solutions for organizations seeking to implement generative artificial intelligence. 

In terms of nature and method of implementation, this research employs a “qualitative” approach and a 

“systematic literature review” strategy. Given that generative artificial intelligence (GenAI) and tools such 

as ChatGPT are emerging topics with limited long-term quantitative data, the systematic review method is 

the best tool for identifying, evaluating, and interpreting the available research evidence. 

Study Population and Information Sources 

The study population includes reputable scientific documents, journal articles, international conference 

reports, and technical documentation published in reputable global databases, including Google Scholar, 

SSRN, ScienceDirect, IEEE Xplore, and Emerald. 

These databases were selected for their broad coverage of management, information technology, and 

behavioral sciences. The primary focus was on peer-reviewed articles to ensure the scientific credibility of 

the findings. 

Search Strategy and Keywords 

A structured search protocol was designed, combining keywords based on the main research variables using 

logical operators (AND, OR). Searches were conducted in the titles, abstracts, and keywords of articles. 

The search terms included the following: 

(“Generative AI” OR “ChatGPT” OR “Large Language Models”) AND (“Human Resource Management” 

OR “HRM” OR “Talent Acquisition”) AND (“Employer Branding” OR “Employee Experience” OR 

“Recruitment”). 

Screening Criteria (Inclusion and Exclusion Criteria) 

Given the high volume of initial results, a rigorous screening process was applied based on the following 

criteria: 

Time Frame: Given the release of the advanced public version of ChatGPT in late 2022, the search time 

frame was limited to 2021-2024 to ensure the timeliness of the content; older sources related to traditional 

artificial intelligence were excluded. 

Topical Relevance: Articles that dealt solely with the technical aspects of artificial intelligence, with no 

managerial or human applications, were excluded. The focus was on studies examining the intersection of 

technology and human resource management. 



ی و تکنولوژ   یدر مهندس  یفصلنامه نوآور     470-482صفحات  -2دوره    -2شماره   

 Journal of Innovation in Engineering and Technology 

476 
 

Data Analysis Method 

A “qualitative content analysis” method with a deductive approach was used to extract and analyze the data 

based on a categorization matrix comprising four main dimensions: Functions (recruitment, training, 

retention, performance management); Benefits (efficiency, personalization, speed); Challenges (ethical, 

technical, human); and Brand Effects (candidate experience, organizational image). 

The findings were synthesized and integrated using the theoretical frameworks presented by Rane (2023) 

and Budhwar et al. (2023) to produce a comprehensive model of the role of generative artificial intelligence 

in HRM. 

Validity and Reliability 

Validity: To ensure content validity, a “data triangulation” method was used; the findings of each article 

were compared with other articles and reputable industry reports to ensure their accuracy and convergence. 

Reliability: All stages of the search, screening, and analysis have been documented so that the research 

process can be replicated by other researchers. The use of highly reputable sources (such as Q1 journals 

and highly cited articles) has increased the reliability of the findings. 

Analysis of Findings 

This section presents the findings of the systematic literature review and content analysis related to the 

application of generative artificial intelligence (GenAI) and ChatGPT in human resource management. The 

analyses show that the integration of this technology is not merely a tool upgrade but a “paradigm shift” in 

how human capital is managed. The findings are classified under five main themes. 

Revolution in Talent Acquisition and the Architecture of Candidate Experience 

The research findings (Rane, 2023; Silva & Costa, 2022) show that the first and most tangible impact of 

generative artificial intelligence has occurred in the recruitment process, through intervention at three key 

stages: 

a) Intelligent, Bias-Free Screening: ChatGPT-based systems, leveraging natural language processing 

(NLP), can analyze thousands of resumes and cover letters in a fraction of a second. Unlike legacy systems 

(ATS) that merely searched for keywords, generative artificial intelligence understands the candidate's 

“context” and “implicit qualifications,” leading to more accurate identification of talent and reduced human 

error in initial screening (Iswahyudi et al., 2023). 

b) Personalization of Interactions and Enhancement of Employer Branding: ChatGPT can generate 

personalized and respectful responses for each individual applicant, even rejected ones. This level of 

responsiveness establishes the organization's image as a “responsive and professional employer.” Silva and 

Costa (2022) emphasize that this real-time interaction improves the candidate experience and increases the 

likelihood of attracting top talent. 

c) Simulation and Preparation: GenAI can simulate interview scenarios, provide feedback to candidates, 

and prepare them for the selection process, an innovative approach that builds applicant trust. 
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Reshaping Engagement and Organizational Communication 

Textual analysis (Zhou & Cen, 2023; Koc et al., 2023) indicates that generative artificial intelligence, 

beyond recruitment, has become a vital artery of intra-organizational communication: 

24/7 Intelligent Assistant: Advanced chatbots now function as “personal assistants” for every employee, 

answering complex questions about insurance, leave policies, and payslips, and reducing the workload of 

the HR team. 

Interactive Onboarding: The onboarding of new employees, previously a dry, paperwork-driven process, 

has become an interactive experience. ChatGPT offers virtual tours, answers cultural questions, and 

provides real-time guidance, positively affecting new-employee retention. 

Sentiment Analysis: GenAI's capability to monitor organizational psychological well-being, by analyzing 

anonymous surveys and employee feedback, allows “hidden sentiments” and points of dissatisfaction to be 

identified before they turn into a crisis (Sudirjo et al., 2023). 

The New Paradigm of Learning and Development 

Budhwar et al. (2023) emphasize that generative artificial intelligence has shifted organizational training 

from a “one-size-fits-all” approach to a “mass personalization” approach: 

Adaptive Learning Paths: ChatGPT analyzes each employee's skill gaps and generates unique training 

content, designing customized practice scenarios where needed. 

Real-Time Generation of Training Content: The speed of training content generation using GenAI has 

increased dramatically, enabling technical instructions, micro-learning modules, and interactive quizzes on 

the spot. 

Data Analysis and Strategic Decision-Making 

Chowdhury et al. (2023) show that generative artificial intelligence plays a vital role in transforming raw 

data into “operational insights.” Predictive analytics can forecast trends such as the likelihood of turnover 

among key employees or future skill needs, giving HR managers the power to intervene proactively. 

Critical Analysis of Challenges and Risks 

An in-depth analysis of the work of Rane (2023) and Deng and Lin (2022) shows that implementing this 

technology faces serious challenges that, if ignored, could be destructive: 

a) Algorithmic Bias and Discrimination: If artificial intelligence is trained on historical data containing 

gender or racial discrimination, it reproduces and reinforces this discrimination in resume screening. 

Vrontis et al. (2022) warn that this can lead to legal action and damage to the employer brand. 

b) Hallucination and Misinformation: Generative artificial intelligence may present incorrect information 

in a highly convincing tone, which in the area of labor law and rights can have serious legal consequences. 

c) Lack of Empathy and Human Touch: Over-reliance on artificial intelligence in sensitive situations, such 

as conflict management or termination, can lead to the “dehumanization” of the workplace. 
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d) Privacy and Data Security: Feeding sensitive personnel information into public AI models carries the 

risk of leaking confidential information (Ray, 2023). 

Synthesis of Findings 

Tables 1 to 3 summarize the roles, comparative characteristics, and risk-mitigation strategies associated 

with the use of generative artificial intelligence in human resource management. 

Table 1: Matrix of roles, challenges, and recommended solutions of generative artificial intelligence in human 

resource management 

Functional Area Role of Generative AI 

(Opportunities) 

Implementation 

Challenges 

(Threats) 

Recommended 

Solutions 

Recruitment and 

Selection 

Automation of initial 

screening, 

personalization of 

candidate 

communication, in-depth 

resume analysis 

Algorithmic bias; 

disregard for informal 

qualifications 

Regular algorithm 

audits; human 

oversight of final 

decisions 

Training and 

Development 

Design of personalized 

learning paths, real-time 

feedback, generation of 

interactive content 

Mismatch with 

specific learning 

styles; concerns about 

content accuracy 

Use of reliable data 

sources; combination 

of intelligent training 

and human mentoring 

Employee 

Engagement 

24/7 responsiveness to 

questions, organizational 

sentiment analysis, 

facilitation of onboarding 

Reduced human 

interaction; privacy 

concerns in surveys 

Ensuring data 

anonymity; use 

strictly as an assistant, 

not a replacement 

Analysis and Strategy Prediction of turnover 

rates, identification of 

skill gaps, intelligent 

reporting 

Dependence on data 

quality; complexity of 

interpreting results 

Cleansing of raw 

data; training HR 

managers in data 

literacy 

Source: Compiled by the authors, based on the reviewed literature. 

Table 2: Comparative analysis of traditional human resource management and generative AI-based human resource 

management (GenAI-HRM) 

Comparison Criterion Traditional HRM GenAI-Based HRM 

Operational Approach Reactive; responding to problems 

after they occur 

Proactive; anticipating needs and 

behaviors before they occur 

Recruitment Process Manual resume review, keyword-

focused, time-consuming 

Intelligent screening with 

contextual understanding, 

semantic analysis, very fast 

Candidate Experience Generic, uniform communication, 

often without feedback 

Personalized communication, 

instant, 24/7 interaction 

Training and 

Development 

Uniform courses for everyone, 

fixed content 

Adaptive learning path, content 

generation based on individual 

need 

Decision-Making Based on managers' intuition and 

limited, retrospective data 

Based on data-driven insights and 

predictive analytics 

Role of HR Managers Focused on executive, 

administrative work and 

paperwork 

Focused on strategy, culture-

building, and empathetic 

leadership 
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Main Tool Static information systems 

(HRIS), Excel, email 

Intelligent chatbots (LLMs), 

virtual assistants, analytics 

platforms 

Source: Compiled by the authors, based on the reviewed literature. 

Table 3: Risk analysis and mitigation strategy matrix for implementing generative AI in HR 

Risk Type Risk Description Potential 

Consequence 

Mitigation Strategy 

Ethical and Bias Risk Presence of gender, 

racial, or age-based 

prejudice in the AI 

model's training data 

Unfair hiring 

decisions, systematic 

discrimination, legal 

complaints, and 

reputational damage 

Periodic algorithm 

audits; use of diverse 

and cleansed training 

data; human oversight 

of final decisions 

Data Security Risk Leakage of confidential 

personnel or corporate 

strategic information 

when using public AI 

models 

Violation of 

employee privacy, 

information theft, 

legal fines (e.g., 

GDPR) 

Use of enterprise and 

private versions of 

AI; anonymization of 

data before 

processing 

Hallucination and 

Error Risk 

Generation of incorrect, 

unrealistic, or misleading 

information by AI in a 

confident tone 

False information 

about rights and 

regulations; incorrect 

managerial decisions 

Verification of AI 

outputs by experts; 

limiting chatbot 

responses to reliable 

internal sources 

Human and 

Psychological Risk 

Reduced human 

interaction, feeling of 

constant machine 

surveillance, fear of job 

displacement 

Reduced 

organizational trust, 

increased employee 

stress, resistance to 

change 

Emphasis on a 

“human alongside 

AI” approach; 

training in new skills; 

maintaining human 

communication 

channels 

Source: Compiled by the authors, based on the reviewed literature. 

Discussion, Conclusion, and Recommendations 

Discussion and Conclusion 

This research aimed to explore the transformative role of generative artificial intelligence (GenAI) and tools 

such as ChatGPT in human resource management and employer branding. The results of the systematic 

literature review show that the integration of generative artificial intelligence into HRM marks the 

beginning of a “pioneering era” in workforce management (Rane, 2023). 

The findings suggest that the transition from traditional to intelligent systems is not merely a technological 

upgrade but a “paradigm shift” from an “administrative-executive” approach to a “strategic-data-driven” 

approach. By freeing HR professionals from repetitive tasks, generative artificial intelligence allows them 

to focus on the human, creative, and empathetic aspects of management (Budhwar et al., 2023). 

Specifically, this technology creates value in three main areas: operational efficiency, through the 

automation of resume screening and answering frequently asked questions (Iswahyudi et al., 2023); 

personalization of experience, through adaptive training and unique communication for each candidate or 

employee (Chowdhury et al., 2023); and strengthening employer branding, by creating an image of an agile, 

responsive, and innovative organization in the minds of talent (Silva & Costa, 2022). 
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However, this technology is a “double-edged sword.” Although it has the potential to increase productivity, 

ethical challenges such as algorithmic bias and privacy concerns are serious obstacles requiring careful 

governance (Ray, 2023). In conclusion, integrating generative artificial intelligence into HR processes is 

not an optional choice but a necessity for maintaining competitive advantage, and organizations must 

elevate the role of the human resources department from a support unit to a strategic partner. 

Managerial and Practical Implications 

Adopting a “Human-in-the-Loop” Approach: Organizations should not let artificial intelligence replace 

human judgment. ChatGPT should be used as an “intelligent assistant” for generating drafts and analyses, 

while final decisions, especially in hiring and performance evaluation, should be made by humans to ensure 

empathy and fairness (Fui-Hoon Nah et al., 2023). 

Investing in Upskilling: Managers should invest in enhancing “data literacy” and “AI ethics” within their 

teams. HR staff must learn how to design precise prompts and verify AI outputs. 

Transparency in Employer Branding: Organizations should be transparent in their use of artificial 

intelligence, since candidates have the right to know whether their resume is being reviewed by a machine 

or a human. This transparency increases trust and strengthens the employer brand (Koc et al., 2023). 

Policy and Ethical Implications 

Regular Algorithm Audits: Organizations should establish protocols for periodically auditing their AI 

systems to identify and correct any racial or gender bias (Vrontis et al., 2022). 

Data Protection: The use of enterprise and secure versions of language models, rather than public versions, 

is essential to prevent the leakage of sensitive personnel information (Deng & Lin, 2022). 

Limitations and Suggestions for Future Research 

This study was limited to analyzing texts available within a short time frame following the emergence of 

ChatGPT. Future research should conduct longitudinal studies on the long-term effects of AI use on job 

satisfaction and organizational culture, comparative studies of GenAI adoption across different industries, 

and quantitative models for measuring return on investment (ROI) in HR artificial intelligence projects. 

Finally, this research emphasizes that the future of human resource management lies not in competition 

with artificial intelligence, but in “constructive collaboration” between humans and machines, where 

technology enhances human capabilities to create a more humane, fair, and efficient work environment. 
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