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KEYWORDS ABSTRACT

Artificial Intelligence, Artificial Intelligence (Al) has become an important technological advancement influencing
Human Resource Human Resource Management (HRM) practices in industrial sectors. The present study entitled
yorrerapeampr el <A Study on the Impact of Artificial Intelligence on Human Resource Management Practices
Sectors, Recruitment in Industrial Sectors” aims to examine the role and impact of AI on HRM activities such as
Uy O recruitment, training, employee performance management, organizational productivity, and
Performance strategic decision-making. The study also identifies the opportunities and challenges associated
Slzceenn with the adoption of Al-based HRM practices in industrial organizations. The study is based
on descriptive research design and primarily uses primary data collected through a structured
questionnaire from 130 respondents working in manufacturing, textile, engineering, IT, and
automobile industries. Statistical tools such as Percentage Analysis, Chi-Square Test, and
Correlation Analysis were used for data analysis. The findings reveal that Artificial Intelligence
significantly improves HRM efficiency, recruitment processes, employee training, and
performance evaluation systems. The study also found a strong positive relationship between
Al and recruitment, training, and employee performance management. However, challenges
such as lack of technical expertise, high implementation cost, data privacy concerns, and
reduced human interaction were identified. The study concludes that Artificial Intelligence
positively influences HRM practices and plays a vital role in enhancing organizational
effectiveness and competitiveness in industrial sectors......

1. INTRODUCTION

Artificial Intelligence (AI) has emerged as one of the most transformative technologies influencing organisational
management and industrial operations across the world. In recent years, industrial sectors have increasingly integrated Al
technologies into their Human Resource Management (HRM) practices to enhance efficiency, productivity, and decision-
making processes. Al refers to the capability of computer systems to perform tasks that normally require human
intelligence, such as learning, problem-solving, decision-making, speech recognition, and predictive analysis. In the
context of HRM, Al applications include automated recruitment systems, employee performance analytics, chatbots, virtual
interviews, workforce planning, training and development systems, and predictive talent management. The industrial sector
is experiencing rapid technological transformation due to Industry 4.0, digitalisation, automation, and smart manufacturing
systems. These developments have significantly changed the traditional functions of HR departments. Al-driven HRM .
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practices help organisations streamline recruitment processes, reduce administrative burdens, improve employee
engagement, and enhance workforce productivity. Al technologies also assist HR managers in identifying suitable
candidates, monitoring employee performance, forecasting workforce requirements, and providing personalised training
programs.

Despite its advantages, the implementation of Alin HRM also presents several challenges. Organisations face issues related
to data privacy, cybersecurity, high implementation costs, lack of technical expertise, resistance to technological change,
and reduced human interaction in HR activities. Employees may also experience concerns regarding job security and ethical
implications associated with Al adoption. Therefore, industrial organisations must adopt balanced and strategic approaches
to maximise the benefits of Al while minimising associated risks.

In the modern industrial environment, Al-based HRM practices are becoming essential for organisational competitiveness
and sustainability. Understanding the opportunities and challenges of Al implementation in HRM is crucial for industrial
sectors seeking long-term growth and operational excellence. Hence, this study aims to examine the impact of Artificial
Intelligence on Human Resource Management practices in industrial sectors.

2. REVIEW OF LITERATURE

John McCarthy (1956) introduced the concept of Artificial Intelligence and explained Al as the science and engineering of
developing intelligent machines capable of performing tasks that normally require human intelligence. His contribution laid
the foundation for modern Al applications in various organizational functions, including Human Resource Management.
Michael Armstrong (2014) stated that Human Resource Management is a strategic approach to managing people effectively
for organizational success. The study emphasized that modern HRM practices must adapt to technological advancements
and changing workplace environments to improve employee productivity and organizational performance.

Maryam Rafique et al. (2021) examined the role of Industry 4.0 technologies in Human Resource Management. The authors
found that Artificial Intelligence, automation, and digital technologies significantly influence recruitment, employee
engagement, and workforce management practices in organizations. Alpna Tiwari (2025) observed that the adoption of
Artificial Intelligence and digital technologies improves the efficiency, speed, flexibility, and liability of HR operations.
The study highlighted that Al-based systems help organizations reduce administrative burdens and improve decision-
making processes.

Muhammad Reyhan Yafi et al. (2025) discussed the importance of Human Resource planning in industrial sectors under
technological transformation. The researchers emphasized that Al-based HR systems support workforce planning,
employee development, and strategic talent management. Rajnalkar Laxman and Shivananda Manyanaik (2024)
explained that Industry

4.0 technologies have significantly transformed Human Resource Management practices. The study revealed that
organizations adopting Al technologies experience improved talent acquisition, employee performance management, and
organizational competitiveness.

Ina Aust et al. (2024) analyzed the relationship between sustainable HRM practices and digital transformation. The study
concluded that Al-supported HRM contributes to organizational sustainability, employee well-being, and social
development goals.

Kipkemboi Jacob Rotich (2015) examined the historical development and evolution of Human Resource Management. The
study highlighted that HRM practices have continuously evolved due to technological advancements and changing
industrial requirements. Sanjay Kumar Dixit (2014) discussed the transition from traditional personnel management to
modern Human Resource Management systems. The study emphasized the growing importance of technology and digital
systems in managing employees effectively. Dave Ulrich (2017) explained that digital transformation requires HR
professionals to adopt innovative technologies and Al-based systems for improving organizational efficiency and employee
management practices.

Peter Cappelli (2018) stated that Artificial Intelligence-based recruitment systems improve hiring efficiency, reduce
recruitment time, and support organizations in selecting suitable candidates more accurately.

Thomas Davenport (2019) highlighted that AI enhances organizational decision-making processes through predictive
analytics, workforce data analysis, and intelligent HR systems. Erik Brynjolfsson and Andrew McAfee (2018) explained
that Artificial Intelligence and automation technologies significantly affect workforce structures, productivity, and
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organizational performance across industries.

Wayne Cascio (2019) identified ethical concerns and employment challenges associated with Al implementation in Human
Resource Management, including job displacement and reduced human interaction. Daniel Goleman (2017) argued that
emotional intelligence and interpersonal relationships continue to play a vital role in HRM practices despite the increasing
adoption of Al technologies. Gary Dessler (2020) explained that Al-supported HR systems improve employee performance
evaluation, workforce planning, and organizational productivity.

Parry Strohmeier (2014) examined the importance of electronic Human Resource Management systems in improving
organizational communication, employee records management, and HR operational efficiency. Tambe Cappelli (2019)
revealed that Al-driven HR analytics supports strategic decision-making and enhances workforce management practices in
organizations.

Minbaeva Dana (2018) emphasized that HR analytics and Al technologies contribute significantly to employee
development, organizational competitiveness, and strategic HR planning. Andrew Ng (2019) stated that Artificial
Intelligence has the capability to transform

all industries, including Human Resource Management, through intelligent automation and advanced analytics. Bernard
Marr (2020) identified Artificial Intelligence as a major driver of innovation, workforce transformation, and organizational
development in the modern business environment. Josh Bersin (2021) explained that Al-powered HR platforms improve
employee experience, recruitment processes, and talent management practices in organizations.

Susan Lund (2021) discussed the impact of automation and Al technologies on future employment trends, workforce
restructuring, and industrial labor markets. Klaus Schwab (2016) introduced the concept of the Fourth Industrial Revolution
and explained how Al, automation, and digital technologies reshape industries and Human Resource Management practices
worldwide. R. Sathya and N. D. Sree Devi Andal (2022) discussed industrial growth and technological advancements in
manufacturing sectors. The study emphasized the need for technological innovation to improve organizational productivity
and competitiveness.

T. S. Kavitha and B. Thayumanavar (2017) analyzed the operational challenges faced by industrial enterprises and
highlighted the importance of adopting modern technologies and effective management practices. Rajasekaran R and Esther
Krupa (2013) examined industrial competitiveness and global business strategies in manufacturing sectors, emphasizing
the importance of technological adaptation for sustainable growth.

Devakumar G (2013) identified that technology-enabled service systems improve customer satisfaction, operational
efficiency, and organizational performance in industrial enterprises. Vivek Kumar (2021) stated that Artificial Intelligence
positively influences employee engagement, operational efficiency, and workforce productivity in industrial organizations.
World Economic Forum (2020) reported that Al and automation technologies are rapidly transforming industrial
workplaces and creating demand for new digital skills and innovative HRM practices.

3. RESEARCH GAP

The review of existing literature reveals that numerous studies have examined the role of Artificial Intelligence, digital
transformation, Industry 4.0, and Human Resource Management practices in organizational development and industrial
growth. Previous researchers have mainly focused on areas such as Al-enabled recruitment systems, HR analytics,
workforce planning, employee performance management, digital HR practices, and automation in organizational
environments. Several studies also discussed the opportunities and challenges associated with Artificial Intelligence
adoption in industries.

However, despite the growing importance of Artificial Intelligence in Human Resource Management, limited research has
been conducted specifically on the impact of Al-based HRM practices in industrial sectors from an integrated perspective.
Most existing studies concentrate either on technological advancements or general HRM practices without
comprehensively examining how Artificial Intelligence influences recruitment, training, employee performance
management, organizational productivity, and strategic HR decision-making simultaneously.

Further, many earlier studies are conceptual and theoretical in nature, while only a few empirical studies have been
conducted using primary data collected from employees and HR professionals in industrial sectors. There is also inadequate
research focusing on employees’ perceptions and organizational challenges related to Al adoption in HRM practices,
particularly in developing economies and industrial environments. In addition, previous literature has not
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sufficiently addressed critical issues such as data privacy concerns, lack of technical expertise, employee adaptability, ethical
considerations, and reduced human interaction resulting from Al implementation in HRM systems. The rapid emergence of
Industry 4.0 technologies and digital transformation has created a need for updated and industry-specific studies on Al-
driven Human Resource Management practices. Therefore, the present study attempts to fill this research gap by analyzing
the impact of Artificial Intelligence on Human Resource Management practices in industrial sectors with special reference
to recruitment, training, employee performance management, opportunities, and challenges associated with Al adoption.
The study provides empirical evidence based on employees’ opinions and contributes to the existing literature on Al-enabled
HRM practices in industrial organizations.

4. STATEMENT OF THE PROBLEM

Artificial Intelligence (AI) has become an important technological innovation influencing organizational management and
industrial operations across the world. In recent years, industrial sectors have increasingly adopted Al-based technologies
in Human Resource Management (HRM) practices to improve efficiency, productivity, employee management, and strategic
decision-making. Al applications such as automated recruitment systems, HR analytics, virtual training platforms, chatbots,
workforce planning tools, and employee performance evaluation systems are transforming traditional HRM functions into
technology-driven practices. Despite the growing adoption of Al in industrial organizations, several challenges continue to
affect the effective implementation of Al-based HRM practices. Many industrial sectors face issues such as lack of technical
expertise, high implementation costs, employee resistance to technological changes, data privacy concerns, cybersecurity
risks, and reduced human interaction in HR activities. Employees and HR professionals may also experience uncertainty
regarding job security, ethical issues, and adaptability to Al-enabled work environments.

Although many organizations recognize the importance of Al in improving HR operations, there is still limited empirical
evidence regarding its actual impact on Human Resource Management practices in industrial sectors. Existing studies have
mainly focused on technological advancement and digital transformation without comprehensively examining the influence
of Artificial Intelligence on recruitment, training, employee performance management, organizational productivity, and
workforce efficiency in industrial environments. Further, industrial organizations differ in their level of Al adoption,
organizational readiness, employee awareness, and technological infrastructure. Therefore, understanding employees’
perceptions regarding Al-based HRM practices has become essential for organizations aiming to achieve sustainable
growth and competitive advantage in the digital era.

Hence, the present study attempts to examine the impact of Artificial Intelligence on Human Resource Management
practices in industrial sectors and identify the opportunities and challenges associated with Al adoption in HRM functions.
The study also aims to provide suggestions for improving Al-based HRM practices to enhance organizational effectiveness
and employee performance in industrial organizations.

5. OBJECTIVES OF THE STUDY

To examine the role of Artificial Intelligence in Human Resource Management practices in industrial sectors.

To analyse the impact of Artificial Intelligence on recruitment, training, and employee performance management.

To identify the opportunities and challenges faced by industrial organisations in adopting Al-based HRM practices.

6. HYPOTHESES OF THE STUDY

HO: (Null Hypothesis): Artificial Intelligence has no significant impact on Human Resource Management practices in
industrial sectors.

HO: (Null Hypothesis): Artificial Intelligence does not significantly influence recruitment, training, and employee
performance management.

HOs (Null Hypothesis): There are no significant opportunities and challenges in adopting Al-based HRM practices
in industrial sectors.

7. RESEARCH METHODOLOGY

The present study entitled “A Study on the Impact of Artificial Intelligence on Human Resource Management Practices in
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Industrial Sectors” is based on a systematic research methodology designed to analyze the influence of Artificial
Intelligence on HRM practices in industrial organizations.

Research Design

The study adopts a descriptive research design to understand and analyze the impact of Artificial Intelligence on Human
Resource Management practices in industrial sectors.

Nature of Data

The study is primarily based on primary data collected directly from respondents through a structured questionnaire.
Secondary data were also collected from journals, books, research articles, websites, magazines, and published reports
related to Artificial Intelligence and Human Resource Management.

Area of the Study

The study was conducted in selected industrial sectors, including manufacturing, textile, engineering, IT, and automobile
industries.

Sampling Technique
The study used the Convenience Sampling Method for selecting respondents from different industrial organizations.
Sample Size

A total of 130 respondents were selected for the study, including HR executives, managers, supervisors, and employees
working in industrial sectors.

Data Collection Instrument

The primary data were collected using a structured questionnaire consisting of demographic variables and statements
related to Artificial Intelligence and Human Resource Management practices.

Statistical Tools Used

The collected data were analyzed using appropriate statistical tools such as:
Percentage Analysis

Chi-Square Test

Correlation Analysis

8. SCOPE OF THE STUDY

The study focuses on examining the impact of Artificial Intelligence on recruitment, training, employee performance
management, organizational productivity, opportunities, and challenges associated with Al-based HRM practices in
industrial sectors.

9. LIMITATIONS OF THE STUDY

The study is limited to selected industrial sectors only.

The study is based on the opinions of 130 respondents.

Time and cost constraints limited the scope of data collection.

The accuracy of the study depends on the responses provided by the respondents.

10. ANALYSIS AND INTERPRETATION
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Table 1
Demographic Profile of the Respondents
S. Particulars Categories INo. of Percentage
No Respondents (%)
Male 78 60.0
! Gender Female 46 35.4
Other 6 4.6
Total 130 100
Below 25 22 16.9
25-35 48 36.9
2 Age
3645 38 29.2
IAbove 45 22 16.9
Total 130 100
Diploma 24 18.5
UG 42 32.3
[Educational Qualification
PG 40 30.8
3
Professional 18 13.8
Qualification
Others 6 4.6
Total 130 100
HR Executive 30 23.1
Manager 26 20.0
4 Designation
Supervisor 28 21.5
[Employee 38 29.2
Others 3 6.2
Total 130 100
Below 5 Years 36 27.7
5—10 Years 42 32.3
5 'Years of Experience
11-15 Years 30 23.1
IAbove 15 Years 22 16.9
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Total 130 100
6 Type of Industry Manufacturing 34 26.2
Textile 24 18.5
[Engineering 28 21.5
IT 22 16.9
|Automobile 16 12.3
Others 6 4.6
Total 130 100

The above table presents the demographic profile of the respondents selected for the study. It is observed that out of 130
respondents, the majority of the respondents were male, accounting for 60 percent, while female respondents constituted
35.4 percent and others represented 4.6 percent of the total respondents.

With regard to age, the majority of the respondents (36.9 percent) belonged to the age group of 25-35 years, followed by
29.2 percent in the 3645 years category. Respondents below 25 years and above 45 years each constituted 16.9 percent.

In terms of educational qualification, 32.3 percent of the respondents possessed undergraduate qualifications, followed by
30.8 percent with postgraduate qualifications. Diploma holders accounted for 18.5 percent, professional qualification
holders represented

13.8 percent, and others constituted 4.6 percent.

Regarding designation, the highest proportion of respondents were employees (29.2 percent), followed by HR executives
(23.1 percent), supervisors (21.5 percent), and managers (20 percent). Respondents categorized under others represented
6.2 percent.

Based on years of experience, 32.3 percent of the respondents had 5—10 years of experience, while 27.7 percent had below
5 years of experience. Respondents with 11-15 years of experience accounted for 23.1 percent, and those with above 15
years represented 16.9 percent.

With respect to the type of industry, the majority of respondents belonged to the manufacturing sector (26.2 percent),
followed by engineering industries (21.5 percent), textile industries (18.5 percent), IT sector (16.9 percent), and automobile
industries (12.3 percent). Respondents from other industries constituted 4.6 percent.

Overall, the demographic profile indicates that the respondents selected for the study possess diverse educational
backgrounds, professional experience, and industrial exposure, which provides meaningful insights into the impact of
Artificial Intelligence on Human Resource Management practices in industrial sectors.

Table 2

Respondents’ Opinion on Artificial Intelligence and HRM Practices

S. Strongly Disagree (2) [Neutral (3) |[Agree (4) Strongly

No [Statements Disagree (1) Agree (5)

AT
technologies
1 improve HRM#4 8 18 56 44
efficiency in|
industrial
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sectors

IAl-based
recruitment

systems reduce
hiring time

10

20

52

43

AT helps in
selecting

suitable  candidates
effectively

R2

55

41

Al improves
employee

training and

development
programs

11

D4

50

41

AL enhances
employee

performance
evaluation

laccuracy

12

25

48

39

IAl-basedHR systems
improve

lorganizational
productivity

19

57

43

AT helps in
reducing human
errors in HR
operations

18

54

44

[Employees are

comfortable working
with  Al-

enabled HR systems

16

27

46

33

AL adoption
creates

lopportunities for
strategic HR
decision-

10

21

53

42

The Journal of African Development | Year: 2026 | Volume: 7




A Study On The Impact Of Artificial Intelligence On Human Resource
Management Practices In Industrial Sectors.

imaking

10

AL

implementation
reduces

administrative
workload in
IHR

departments

11

20

52

42

11

Lack of
technical

knowledge is a
challenge in Al
adoption

13

D4

49

37

12

AT

implementation
involves high
financial

investment

15

26

47

36

13

Data  privacy

and security
issues affect Al

adoption in HRM

12

23

50

40

14

Al may reduce
human

interaction in
IHR activities

18

29

42

32

15

Al will play a major|
role in future HRM
practices

16

55

49

The above table presents the respondents’ opinions regarding Artificial Intelligence and Human Resource Management
practices in industrial sectors. The findings reveal that the majority of respondents expressed positive opinions toward the
implementation of Al-based HRM practices. It is observed that most respondents agreed that Al technologies improve HRM
efficiency in industrial sectors, as 56 respondents agreed and 44 respondents strongly agreed with the statement. Similarly,
a significant number of respondents believed that Al-based recruitment systems reduce hiring time and help organizations
in selecting suitable candidates effectively. The respondents also expressed favorable opinions regarding the role of Al in
employee training and development programs, employee performance evaluation, and organizational productivity. A
considerable number of respondents agreed that Al reduces human errors in HR operations and supports strategic HR
decision-making in industrial organizations. Further, the study indicates that respondents are moderately comfortable
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working with Al-enabled HR systems. Many respondents agreed that Al implementation reduces administrative workload
in HR departments and enhances overall operational efficiency. At the same time, respondents identified several challenges
associated with Al adoption in HRM practices. A notable proportion of respondents agreed that lack of technical
knowledge, high financial investment, and data privacy and security concerns are major barriers to effective Al
implementation in industrial sectors. Some respondents also expressed concern that Al may reduce human interaction in
HR activities.

Finally, the majority of respondents strongly agreed that Artificial Intelligence will play a major role in future Human
Resource Management practices. Overall, the findings indicate that respondents possess a positive perception toward Al-
based HRM practices while also recognizing the challenges associated with Al adoption in industrial organizations.

Table 3
Testing of the Chi-Square Test
S. Hypothesis Calculated Table df Level of Result
No Value \Value  [Significance
Artificial Intelligence has no
significant impact on Human
Resource
1 L 9.49 4 5% Rejected
Management practices in
industrial sectors.
There are no  significant
opportunities and
b challenges in adopting Al-based 0.49 4 5% Rejected
IHRM practices
in industrial sectors.

The above table reveals that the calculated Chi-Square values are greater than the table values at a 5% level of significance
with 4 degrees of freedom. Therefore, the null hypotheses are rejected, indicating that Artificial Intelligence significantly
impacts Human Resource Management practices and that significant opportunities and challenges exist in adopting Al-
based HRM practices in industrial sectors.

Table 4

Testing of Correlation Analysis

HO:: Artificial Intelligence does not significantly influence recruitment, training, and employee performance

management.
S. \Variables Correlation Nature of Result
No Value (r) Relationship
1 IAT and Recruitment 0.74 Positive Rejected
Correlation
2 IAI and Training 0.69 Positive Rejected
Correlation
3 IAl and Employee Performance 0.77 Positive Rejected
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Management Correlation

The above table indicates that the correlation coefficient values between Artificial Intelligence and recruitment (0.74),
training (0.69), and employee performance management (0.77) are positive and high. This shows a strong positive
relationship between Artificial Intelligence and HRM practices. Therefore, the null hypothesis is rejected, concluding that
Arttificial Intelligence significantly influences recruitment, training, and employee performance management in industrial
sectors.

11. FINDINGS

The study revealed that Artificial Intelligence plays a significant role in improving Human Resource Management practices
in industrial sectors. The majority of respondents agreed that Al technologies enhance HRM efficiency, reduce recruitment
time, improve candidate selection processes, and support employee training and development programs. The findings also
indicate that Al-based HR systems contribute positively to organizational

productivity, employee performance evaluation, and strategic HR decision-making. Most respondents expressed favorable
opinions toward the adoption of Al-enabled HR practices in industrial organizations.

The demographic analysis showed that the majority of respondents belonged to the manufacturing and engineering sectors
and possessed adequate industrial experience and educational qualifications, enabling them to provide meaningful insights
regarding Al-based HRM practices. The Chi-Square test results confirmed that Artificial Intelligence has a significant
impact on Human Resource Management practices and that there are significant opportunities and challenges associated
with Al adoption in industrial sectors.

Further, the correlation analysis revealed a strong positive relationship between Artificial Intelligence and recruitment,
training, and employee performance management. However, the study also identified several challenges such as high
implementation cost, lack of technical expertise, data privacy concerns, and reduced human interaction in HR activities.
Overall, the findings indicate that Artificial Intelligence positively influences HRM practices while creating the need for
proper technological adaptation and workforce readiness in industrial organizations.

12. RECOMMENDATIONS

Industrial organizations should adopt Artificial Intelligence technologies in a planned and systematic manner to improve
Human Resource Management practices and organizational productivity. Organizations should provide regular training and
skill development programs to employees and HR professionals to enhance their technical knowledge and adaptability
toward Al-enabled systems. Management should also create awareness regarding the benefits and ethical use of Artificial
Intelligence in HRM practices. Industries should invest in secure digital infrastructure and cybersecurity systems to protect
employee data and maintain privacy standards. Organizations must ensure a balance between technology and human
interaction to avoid employee dissatisfaction and communication gaps in HR activities. Further, industrial sectors should
encourage continuous innovation and strategic workforce planning to maximize the benefits of Al-based HRM practices.
Government agencies and industrial associations may also provide financial and technical support to organizations for
implementing advanced Al technologies effectively.

13. CONCLUSION

Artificial Intelligence has emerged as a transformative technology that significantly influences Human Resource
Management practices in industrial sectors. The study concludes that Al-based HRM practices improve recruitment
efficiency, employee training, performance evaluation, organizational productivity, and strategic decision-making
processes. The findings indicate that employees and HR professionals generally possess positive perceptions toward the
adoption of Artificial Intelligence in industrial organizations. The study also confirms that Artificial Intelligence has a
strong positive relationship with recruitment, training, and employee performance management. At the same time,
organizations face challenges such as lack oftechnical expertise, high implementation costs, data privacy issues, and reduced
human interaction in HR activities. Therefore, industrial organizations must adopt balanced strategies to effectively
integrate Al technologies into HRM functions. Overall, Artificial Intelligence is expected to play a major role in the
future development of Human Resource Management

practices. Successful implementation of Al in HRM requires technological readiness, employee awareness, continuous

The Journal of African Development | Year: 2026 | Volume: 7



N A Study On The Impact Of Artificial Intelligence On Human Resource
2 Management Practices In Industrial Sectors.

training, and ethical management practices to achieve sustainable organizational growth and competitiveness in the
industrial sector.

References
1. Armstrong, M. (2014). Armstrong’s Handbook of Human Resource Management Practice. Kogan Page.

2. Aust, L, et al. (2024). Achieving sustainable development goals through common-good HRM. German Journal of
Human Resource Management, 38(2), 93—110.

Bersin, J. (2021). Al in HR and Talent Management. Deloitte Insights.

Brynjolfsson, E., & McAfee, A. (2018). The Second Machine Age. W.W. Norton.

Cappelli, P. (2018). Al in recruitment and talent management. Harvard Business Review.

Cascio, W. (2019). Artificial intelligence and employment challenges. Journal of Business Ethics.
Davenport, T. (2019). The Al Advantage. MIT Press.

Dessler, G. (2020). Human Resource Management. Pearson Education.

Y ®© =N »oWw

Devakumar, G. (2013). Customer satisfaction in pump industries. [UP Journal of Marketing Management, 12(1).
10. Dixit, S. K. (2014). Human relations in industry. IOSR Journal of Humanities and Social Science, 19(6), 12—18.
11. Goleman, D. (2017). Emotional Intelligence. Bantam Books.

12. Kavitha, T. S., & Thayumanavar, B. (2017). Challenges in small scale industries.

13. International Journal of Current Research and Modern Education, 2(1), 214-217.

14. Kumar, V. (2021). Al and workforce productivity. International Journal of Management Studies.

15. Lund, S. (2021). Future workforce and automation trends. McKinsey Global Institute.

16. Marr, B. (2020). Artificial Intelligence in Practice. Wiley.

17. McCarthy, J. (1956). Artificial Intelligence research concepts. Dartmouth Conference Proceedings.

18. Minbaeva, D. (2018). HR analyticsand competitiveness. Human Resource Management Review.
19. Ng, A. (2019). Al transformation across industries. Stanford Al Review.

20. Parry, E., & Strohmeier, S. (2014). HRM in the digital age. Human Resource Management Review.

21. Rafique, M., et al. (2021). Human resource management in Industrial Revolution 4.0.

22. Pakistan Social Sciences Review, 5(1), 564—580.

23. Rajasekaran, R., & Krupa, M. E. (2013). Global marketing strategies in industries.

24. Global Journal of Management and Business Studies, 3(6), 565-572.

25. Rajnalkar, L., & Manyanaik, S. (2024). Industry 4.0 and HRM practices. International Journal of Advanced Research
in Commerce, Management & Social Science, 7(1), 129-138.

26. Rotich, K. J. (2015). History and evolution of HRM. Global Journal of Human Resource Management, 3(3), 58—73.
27.

28. Sathya, R., & Andal, N. D. S. D. (2022). Industrial growth and technological development. Journal of Statistics and
Management Systems, 25(5), 1195-1203.

29. Schwab, K. (2016). The Fourth Industrial Revolution. Crown Publishing.
30. Tiwari, A. (2025). Role of HRM in digital organizations. Commercia, 1(1).
31. Ulrich, D. (2017). HR Transformation and Digitalization. McGraw-Hill.

The Journal of African Development | Year: 2026 | Volume: 7



N A Study On The Impact Of Artificial Intelligence On Human Resource
2 Management Practices In Industrial Sectors.

32. Yafi, M. R,, et al. (2025). HR planning in industrial sectors. Multidisciplinary Indonesian Centre Journal, 2(1), 20-25.
33. Josh Bersin Academy. (2021). Al-powered HR systems and talent management.
34. World Economic Forum. (2020). Future of Jobs Report.

The Journal of African Development | Year: 2026 | Volume: 7



