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ABSTRACT:  

The use of Artificial Intelligence, into Human Resource Management (HRM) is transforming 

traditional procedures by increasing efficiency, promoting equity, and fostering sustainability. 

This article investigates the transformative role of Artificial Intelligence, in sustainable 

human resource management by examining existing breakthroughs and their sound effects on 

employee engagement, recruiting, learning and development, and administrative efficiency. 

With an emphasis on long-term workforce development and environmental responsibility, the 

study investigates how AI technologies are designing a more resilient and inclusive future 

workforce. 
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INTRODUCTION: 

Sustainable Human Resource Management has evolved as a vital concept that goes beyond 

standard human resource practices by including social, economic, and environmental factors 

into the management of an organization's most precious asset: its employees. This strategy 

emphasizes that long-term organizational success is dependent not only on financial 

performance, but also on creating a healthy, equitable, and inclusive workplace that values 

their employee well-being, and promotes broader societal and environmental goals. 

Sustainable HRM is consistent with global imperatives such as the United Nations 

Sustainable Development Goals (SDGs), which emphasize responsible consumption, decent 

work, gender equality, and climate action, establishing organizations as key players in driving 

systemic change through responsible workforce management. 

The fast growth and acceptance of artificial intelligence (AI) technology has created 

unprecedented opportunities and problems in the HR area. AI, through advanced algorithms, 

machine learning, natural language processing, and predictive analytics, is altering how firms 

accomplish fundamental HR activities like hiring new people, managing employee 

performance, keeping employees motivated and involved, and helping them learn and grow.  

By automating monotonous and administrative processes like payroll processing, leave 

management, and compliance monitoring, AI frees up HR practitioners to focus on strategic 

and creative initiatives that promote employee growth and organizational innovation. 

Beyond operational efficiency, AI offers the potential to revolutionize decision-making by 

providing data-driven insights that enhance fairness, reduce unconscious bias, and 

personalize employee experiences. For instance, AI-powered recruitment tools can screen 
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large volumes of applications with greater consistency, while learning platforms can 

recommend personalized training programs that adapt to individual learning styles and career 

aspirations. These abilities allow companies to create HR systems that are more flexible and 

able to adapt quickly, matching the skills of their employees with the changing needs of the 

business. Beyond operational efficiency, artificial intelligence has the ability to transform 

decision-making by providing data-driven insights that improve fairness, minimize 

unconscious prejudice, and customize employee experiences. For example, AI-powered 

recruitment tools can filter massive quantities of applications more consistently, whereas 

learning platforms can offer individualized training programs based on individual learning 

styles and career goals. These features allow firms to create more agile and responsive HR 

systems that match personnel capabilities to changing business needs. 

In this constantly changing scenario, AI-powered sustainable HRM is an important step 

toward establishing resilient businesses capable of navigating unpredictability while 

supporting employee and environmental well-being. Organizations can gain a competitive 

edge while simultaneously contributing significantly to societal advancement and 

environmental stewardship by leveraging AI's capabilities in accordance with sustainability 

principles. The purpose of this study is to investigate the complex role of AI in developing 

sustainable HRM practices, namely how technological advancements can concurrently 

support long-term economic viability, social fairness, and ecological responsibility. Through 

this lens, the study seeks to provide insights and recommendations for businesses looking to 

integrate AI into their HR strategy in an ethical and profitable manner for a sustainable 

future. 

REVIEW OF LITERATURE 

De Stefano (2015) gave one of the first critical insights in the dual characteristics of artificial 

intelligence within human resource management. He underlined both the operational benefits 

and the introduction of ethical concerns, including algorithmic bias, employment insecurity, 

and employee surveillance. This fundamental critique provided a foundation for exploring the 

broader implications of AI on labor markets and worker rights. 

Ehnert et al. (2016) changed the focus to sustainable HRM, describing it as a technique that 

prioritizes long-term organizational resilience over immediate efficiency. They argued for a 

human-centered approach that incorporates environmental stewardship, diversity, and social 

justice. The incorporation of AI into this paradigm offers potential hazards, as well as 

chances to improve long-term outcomes if done in an inclusive and ethical manner. 

Jatobá et al. (2020) investigated the direct effects of AI tools on HR efficiency. Their 

research focused on applications such as predictive talent management, real-time 

performance analytics, and automated recruitment. These tools can assist to decrease 

prejudice, streamline decision-making, and optimize workforce allocation, resulting in a more 

data-driven approach to HR.  

Meijerink, Bondarouk, and Lepak (2021) contributed by advocating for strategic alignment of 

AI capabilities with long-term HR goals. They suggested that for AI to be both productive 

and responsible, it must be governed by human-centric ideals such as fairness, transparency, 

and accountability. Their findings highlighted the significance of long-term workforce 

development in the AI-HRM nexus. 

Kaine et al. (2022) investigated the effects of algorithmic decision-making in employee 

assessments. While AI has been demonstrated to minimize certain types of human bias, the 

authors caution that unmonitored or opaque algorithms may bring new forms of 
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discrimination. Their findings highlighted the importance of ongoing assessment and ethical 

oversight in the application of AI inside HRM systems.  

Brougham and Haar (2022) examined employee attitudes of AI. Their research found that 

transparent AI systems foster trust and alleviate anxiety, but opaque systems can elicit 

resistance and fear. This study emphasized the importance of ethical and explicit AI design in 

ensuring psychological safety in the workplace. 

Dhamija and Bag (2023) investigated AI's function in green HRM, emphasizing its potential 

to promote digital sustainability, improve resource efficiency, and enable remote labor. They 

found that, with the right technology infrastructure, AI-enabled virtual workspaces can 

drastically cut organizational carbon footprints. 

The relationship between, artificial intelligence (AI) and human resource management 

(HRM) has shifted drastically during the past decade. A chronological analysis of the 

literature reveals a growing interest in both the benefits of AI for transforming HR practices 

and the associated challenges, particularly in combining technological advancements with 

long-term sustainability and ethical goals. 

OBJECTIVES: 

1. To examine the role of AI in sustainable HR Management practices. 

2. To analyze how AI tools support sustainability in HR functions like recruitment, 

learning, and employee engagement. 

Research Methodology: This research is conceptual and qualitative in nature. It’s based on 

an exploratory analysis of existing literature, and secondary data. Relevant information was 

systematically gathered through peer-reviewed journal articles, reputable industry reports, 

and in-depth case studies to provide a comprehensive understanding. 

Results and Discussion: Artificial Intelligence has brought significant advancements to 

sustainable; Human Resource Management (HRM) by enhancing efficiency, equity, and 

employee wellbeing across multiple HR functions. The following key areas illustrate how AI-

driven innovations contribute to sustainable HRM practices: 

 Recruitment: • AI-powered recruiting systems like HireVue and LinkedIn Talent 

Solutions automate candidate screening and shortlisting, transforming the hiring 

process. These systems utilize natural language processing and machine learning 

techniques to swiftly and accurately evaluate resumes, video interviews, and 

candidate assessments. This drastically reduces the time to employ and lowers 

recruitment expenditures. More importantly, these AI systems are intended to reduce 

unconscious human prejudice by using consistent evaluation standards, which 

promotes justice and inclusivity. For example, AI can disguise demographic 

information during screening so that the focus is exclusively on qualifications and 

competencies. Such inclusive recruiting methods assist firms in developing diverse 

and equal workforces, which, according to studies, leads to more innovation and 

improved business outcomes. 

 Learning and Development: • AI-powered platforms such as Coursera for Business 

and Docebo offer tailored learning experiences to employees depending on their 

professions and career aspirations. These AI-powered learning management systems 

continuously assess employees' skill gaps and learning preferences in order to offer 

appropriate courses and training modules. This personalization encourages constant 
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professional development, allowing employees to stay up to date with industry, their 

trends and changing job requirements. Furthermore, AI can monitor learning progress 

in real time, allowing HR professionals to assess training effectiveness and tailor 

programs accordingly. By supporting lifetime learning and skill development, these 

platforms help to increase employee engagement and retention while matching worker 

skills with business sustainability goals. 

 Administrative Automation: • AI integration for administrative HR activities has 

significantly increased operational efficiency. Routine procedures including as payroll 

management, leave tracking, benefits administration, and regulatory compliance 

checks are automated with tools like SAP Success Factors and ADP. Automation 

eliminates the chance of human error, provides fast and correct processing, and allows 

for seamless documentation management. Furthermore, by automate these processes, 

firms can considerably reduce paper use and its environmental impact, thereby 

supporting green HRM programs. The increased efficiency allows HR workers to 

focus on strategic, human-centered tasks, which are critical for long-term sustainable 

growth. 

 Employee Engagement: • AI-powered sentiment analysis solutions help HR 

departments understand employee opinions, morale, and wellbeing by analyzing data 

from surveys, emails, and internal communications. These tools can detect early on 

indicators of disengagement, stress, or unhappiness, allowing HR teams to address 

issues before they worsen. Furthermore, AI-powered chat bots and virtual assistants 

offer employees rapid assistance with HR-related questions, promoting a culture of 

responsiveness and care. This increased emphasis on mental health and job happiness 

boosts employee loyalty, reduces turnover, and leads to a positive workplace culture 

which values social sustainability. 

These technologies help to ensure sustainable HRM by increasing operational efficiency 

(economic), enhancing equity (social), and reducing waste (environmental). 

CONCLUSION:  

The use of Artificial Intelligence, into Human Resource Management (HRM) is a significant 

step toward attaining long-term organizational success while balancing economic, social, and 

environmental imperatives. This study demonstrates that AI technologies are more than 

simplyjust tools for operational efficiency; they are strategic enhancers of long-term HRM 

practices. AI-powered recruiting platforms improve hiring procedures, minimize bias, and 

boost worker diversity, thereby promoting social fairness and inclusion. Personalized learning 

and development systems promote ongoing employee growth and adaptability by matching 

skill development with future company needs and sustainability objectives. Furthermore, AI-

powered administrative automation improves accuracy and efficiency while lowering 

environmental impact via digitalization and paper reduction. The use of the AI in employee 

engagement provides proactive mental health support while also cultivating a healthy 

business culture that is critical for long-term resilience. 

While AI has transformative benefits, the ethical implications of its use, including as privacy 

concerns, algorithmic bias, and need for transparency, must be carefully addressed to 

maintain human-centric and equitable HR policies. Sustainable HRM powered by AI need a 

balanced approach that blends technological innovation, robust governance, and ethical 

supervision.  

Finally, firms that effectively use AI within a sustainability framework may create agile, 
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inclusive, and resilient workforces that are ready to face the challenges of a quickly changing 

business world. This study emphasizes the importance of ongoing research, ethical rules, and 

strategic investment in AI technologies and human talents in realizing the full promise of AI-

driven sustainable HRM. 
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