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Abstract

The new Generative Artificial Intelligence (GenAl) has transformed organizational operations and significantly
influenced Personnel Management. Unlike traditional automation technologies that mainly focused on replacing
repetitive tasks, Generative Al enhances human capabilities through intelligent support, decision assistance, content
generation, and personalized learning. The study assesses how Generative Al is reshaping HRM practices and
influencing workforce readiness through a comprehensive review of existing data retrieved from different articles. The
study explores the applications of Generative Al in HRM functions. Findings reveal that Generative Al has shifted HR
functions from administrative efficiency toward strategic value creation. The study also identifies emerging workforce
competencies, including Al literacy, digital skills, critical thinking, and adaptability. The research summarises that
companies must implement a method that integrates innovation with continuous workforce development to achieve
sustainable competitive advantage.

Keywords: Generative AI, Human Resource Management, Workforce Readiness, Artificial Intelligence, Digital
Transformation.

Introduction

The Industrial Revolution has enhanced the implementation of advanced digital technologies across industries. Among
the advancements in digital technology, Artificial Intelligence (Al) has gained significant prominence as a transformative
force capable of structuring organizational processes and decision-making. Recent advancements in Generative Artificial
Intelligence (GenAl), including large language models, conversational Al systems, and content-generation platforms,
have given organizations the option to enhance productivity and innovation.

Personnel Management (or HRM) has traditionally relied on manual processes and administrative systems for staffing,
performance management, and employee engagement. The new Al technologies have enabled organizations to
mechanize daily tasks, reduce operational costs, and improve decision-making. However, Generative Al shows a
transformation from automation to augmentation, without replacing the human.

The increasing integration of Generative Al into HR functions has raised queries related to workforce readiness.
Organizations must prepare employees to work together with intelligent systems while developing the competencies
necessary for future workplaces. This transformation requires a long-term method that stabilizes technological
advancement with human-centered development.

Automation focuses on substituting human labour with technology to improve speed, consistency, and cost efficiency
(Davenport & Kirby, 2016; Raisch & Krakowski, 2021). In contrast, augmentation uses Al to support human judgement,
creativity, and decision-making, keeping employees central to value creation (Jarrahi, 2018; Raisch & Krakowski, 2021).

Objectives
. To examine the role of Generative Al in changing HRM practices.
o To study the change from automation to augmentation in HR functions and assess the impact of

Generative Al on workforce readiness and skill development.
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Research Methodology

The study adopts a descriptive and exploratory research design based entirely on secondary data. Literature published
between 2013 and 2026 was reviewed using different keywords.

Limitations
. The study relies solely on secondary data.
o Rapid technological advancements may affect the long-term relevance and applicability of the study's
findings.

Literature Review

Davenport and Ronanki (2018) observed that organizations derive maximum value from Al integration with humans as
an asset. Their study highlighted Al's role in enhancing organizational operational efficiency.

Brynjolfsson and McAfee (2017) claimed that the organizations of the future will increasingly depend on collaboration
between humans and intelligent machines. They emphasized that technology augments human productivity and
innovation.

Jarrahi (2018) introduced the concept of Human-Al symbiosis, suggesting that Al systems provide analytical support
while humans contribute judgment, creativity, and contextual understanding.

Upadhyay and Khandelwal (2018) examined Al-based recruitment systems and found that intelligent screening tools
significantly improve hiring efficiency and candidate selection.

Vrontis et al. (2022) conducted a systematic review and concluded that Al technologies are reshaping talent management,
employee development, and workforce planning while creating new ethical challenges.

The World Economic Forum (2025) reported that Al adoption is likely to transform millions of jobs globally, increasing
value for innovation, resilience, and lifelong learning.

The literature review specifies that Generative Al is not just replacing human labour but enhancing workforce
capabilities and enabling strategic HR functions.

From Automation to Augmentation
Automation in HRM

Automation is the process of reducing the repetition of work while using technology. Common applications like payroll
management, attendance tracking, leave administration, employee record maintenance, etc. The objective behind
automation is operational efficiency and cost reduction (Marler & Fisher, 2013; Stone et al., 2015; Raisch & Krakowski,
2021).

Augmentation through Generative Al

Generative Al focuses on enhancing human performance by supporting decision-making and knowledge creation,
including drafting job descriptions, creating training content, preparing performance feedback, and employee
communications. The transition from automation to augmentation reflects a shift from replacing human effort to
empowering human capabilities. (Jarrahi, 2018; Davenport & Kirby, 2016; Raisch & Krakowski, 2021).

Key distinctions between the two approaches:

Dimension Automation Augmentation

Primary Goal Replace human tasks Enhance human capabilities
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Dimension Automation Augmentation
Human Role Peripheral or eliminated Central and essential
Value Creation Efficiency through replacement | Innovation through collaboration
Job Impact Potential displacement Skill enhancement and new roles

Source: Davenport and Kirby (2016), Raisch and Krakowski (2021), and Jarrahi (2018).
Applications of Generative AI in HRM
Recruitment and Talent Acquisition

Recruitment is among the most broadly adopted HR functions utilizing Generative Al. The different types of activities
covered in the recruitment using Al are screening resumes, matching candidate profiles, scheduling interviews,
generating job descriptions, and conducting preliminary assessments, etc. This supports in terms of reduced recruitment
costs, faster hiring processes, enhanced candidate experience, and improved quality of hiring decisions. (Black & van
Esch, 2020; Upadhyay & Khandelwal, 2018; Vrontis et al., 2022). Employee Onboarding

Effective onboarding contributes significantly to employee engagement and retention. Generative Al supports
onboarding through virtual assistants, chatbots, personalized learning modules, and automated documentation. New
employees can access information instantly, reducing dependence on HR personnel and improving onboarding
experiences. (Bauer, 2010; Stone et al., 2015; Vrontis et al., 2022).

Learning and Development

Using GenAl can create personalized learning content, develop case studies, create simulations, and recommend
personalized learning paths. It has increased employee engagement and promotes continuous skill development.
Organizations increasingly use Al-powered learning platforms to address evolving skill requirements and workforce
readiness challenges. (Kaplan-Rakowski et al., 2023; OECD, 2023; World Economic Forum, 2025).

Performance Management

The traditional method of evaluations lacks subjectivity and consistency. Generative Al enables Continuous performance
monitoring, Real-time feedback generation, Goal tracking, and skill-gap identification. Managers can use Al-generated
insights to support employee development and strategic decision-making.

Employee Engagement and Communication

Employee engagement is critical for organizational success. Generative Al enhances engagement through personalized
communications, automated survey generation, and feedback systems. Workforce satisfaction can be improved by
valuing the employee concerns.

Workforce Planning

Technological disruption increased the complexity. Al-powered analytics assist organizations in forecasting workforce
demand, identifying future skill requirements, managing succession planning, and predicting employee turnover. Such
capabilities enable proactive workforce management and strategic planning.
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Workforce Readiness in the Age of Generative Al

Workforce readiness refers to the ability of employees to adapt effectively to technological and organizational changes.
The emerging skill requirements in the new era are Al literacy, Data analysis skills, Critical thinking, Problem-solving,
Creativity, and adaptability

Reskilling and Upskilling are the need of the hour, to boost the continuous learning. Reskilling prepares employees for
changing job roles, while upskilling enhances existing capabilities. The strategies, such as Online learning platforms,
Al-based training systems, Professional certifications, and cross-functional learning programs, may be beneficial.

The competencies such as emotional intelligence, leadership, communication, collaboration, ethical reasoning, and
creativity are in great need for managers for the overall integration. Here, the Generative Al complements rather than
replaces these competencies.

Findings and Discussion

HRM is Transitioning from Administrative to Strategic Functions. Generative Al reduces administrative burdens and
allows HR experts to focus on planned initiatives such as talent development and HRP. Recruitment remains the most
mature Al application. Most organizations initially adopt Al in staffing for its measurable benefits in efficiency and cost
reduction. Al-powered learning systems facilitate individualized training experiences that improve employee
engagement and performance. Organizations increasingly recognize the importance of combining Al capabilities with
human judgment and creativity. Employees must continuously develop new competencies to remain relevant in Al-
driven workplaces. Ethical Challenges, such as bias, transparency, privacy, and accountability, remain critical concerns
that must be addressed.

Challenges in Generative AI Adoption

Data Privacy

The personnel data must be kept confidential through robust governance frameworks and regulatory compliance.
Workforce Resistance

Fear of job displacement can create resistance toward Al adoption.

Lack of AI Skills

The company faces challenges due to limited Al literacy among employees.

Ethical and Legal Issues

The company must frame good policies regarding Al use, accountability, and decision transparency.
Suggestions

Investing in workforce reskilling and upskilling is a need of the hour. For long-term sustainability and growth, the firm
must promote Al literacy across organizational levels. It can be done through encouraging human-Al collaboration and
transparent Al systems. Strengthening the cybersecurity and data protection measures, promoting a habit of continuous
learning leads to augmentation. It can also be achieved through aligning Al implementation with organizational
objectives and employee development goals.

Conclusion

Generative Al is transforming HRM by shifting the focus from automation to augmentation. Through applications in
HRM functions, Al technologies are enabling organizations to become more efficient, innovative, and employee-centric.

Generative Al is not substituting employees but enhancing their capabilities. Workforce readiness has become a critical
organizational priority, requiring continuous investment in skill development, digital literacy, and human-centered
competencies.
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While challenges related to ethics, privacy, transparency, and workforce adaptation persist, organizations that
successfully integrate Generative Al with strategic workforce development initiatives gain sustainable competitive
advantages. The future of HRM lies in fostering effective integration with humans and technologies, forming workplaces
that are technologically advanced and human-centered.
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