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Abstract— The main directions of using artificial intelligence 

systems in the field of human resource management are 

considered. The potential opportunities and advantages, as 

well as legal, psychological and ethical problems associated 

with the use of artificial intelligence in this area are presented. 

It is shown that working with artificial intelligence systems 

requires the optimization of existing and the development of 

new, including cross-cutting, competencies, the possession of 

which will allow employees to be more productive and 

innovative, maintain employment opportunities and 

competitiveness. It is shown that end-to-end competencies are 

not only necessary for working with artificial intelligence, but 

they themselves can be developed and improved with the help 

of artificial intelligence. 

Keywords—artificial intelligence, human resource 

management, transversal competencies. 

 

I. INTRODUCTION 

Until recently artificial intelligence (AI) technologies were 

used to automate various back-office processes (data entry, 

document management, customer service and accounting, 

etc.) 1, 2. The main technological breakthrough of recent 

times has been generative artificial intelligence (GAI) - an 

advanced AI model that can analyze large amounts of data 

and machine learning algorithms, generate new original 

content based on this data, and also identify patterns and 

make informed decisions. 

In today's business world, AI-based technologies have 

already become an integral part of human resource 

management and development. IBM estimates that the cost 

savings from the use of artificial intelligence in the field of 

personnel management is approaching $100 million per 

year 3. The GAI has the potential to have a significant 

impact in this area. 

Realizing the benefits of AI will require addressing 

legal, psychological and ethical challenges, and investing in 

training and development programs that will help workers 

acquire the skills they need to effectively use new 

technologies. 
 

II. PERSPECTIVES AND PROBLEMS OF APPLICATION OF AI 

SYSTEMS IN HRM 

Organizations have yet to experience the expected benefits 

of AI adoption. In human resource management (HRM), 

solutions based on artificial intelligence (AI) can help 

optimize many traditional processes, such as recruitment, 

onboarding, performance management, training and 

development, etc., (Fig. 1). 

 

 
Figure 1. Main directions of AI in HRM 4, 5, 6 

 

AI-based solutions are used to identify potential 

candidates with the skills and experience required for the 

job. AI has the ability to quickly and accurately analyze 
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candidate data using advanced algorithms and machine 

learning capabilities, which allows you to identify the best 

candidates faster than recruiters.  

AI can provide valuable information about a candidate's 

workplace behavior and personality, using factors such as 

language analysis, tone of voice, and facial expressions that 

a typical recruiter might not recognize from a resume. 

By automating routine functions (filling out paperwork, 

setting up accounts, and conducting training), AI can help 

speed up the onboarding process. This allows HR 

professionals to focus on the more strategic aspects of the 

onboarding process, such as connecting with new hires and 

assimilating them into the culture of the organization. 

AI is revolutionizing the entire learning and 

development process, helping companies continually train 

their employees in new skills and knowledge. AI-driven 

algorithms can evaluate the knowledge, skills, and 

experience of all employees and deliver targeted learning 

content tailored to individual needs, preferences, and 

learning styles. This allows employees to quickly and 

effectively improve their skills.  

By analyzing employee data such as performance 

metrics and engagement surveys, AI-powered tools can 

identify skill gaps and areas for improvement. It helps HR 

professionals develop customized L&D programs tailored 

to the specific requirements of their workforce.  

AI can be used for a variety of employee engagement 

tasks, such as conducting smart surveys, providing real-

time feedback, and offering rewards and recognition. In 

addition, AI can use sentiment analysis to determine how 

engaged and motivated employees are.  

AI can also be a powerful factor in determining the right 

team composition by analyzing employee motivation and 

exploiting results, assist in career planning by monitoring 

and evaluating employee performance to detect any signs of 

stagnation or depression. 

A new branch of AI - GAI has the potential for even 

more significant changes in the field of HRM 7: 

 

 creation of accurate and realistic job descriptions based 

on the competencies and behavior required for each 

position 

 modeling of skills, experience and creation of profiles 

of candidates for selection of personnel for certain 

working conditions 

 benchmarking wages, external labor market data to 

help establish competitive and fair pay, rewards, 

incentives and other benefit programs 

 personalized coaching and leadership development 

 maintaining mental health and well-being. 

At the same time, the already existing experience of 

using AI technologies in HRM allows us to highlight not 

only potential benefits, but also problems that need to be 

solved (Fig. 2). 

Research has also shown that organizations often find it 

difficult to integrate AI into their business processes and 

systems 11, 12. 

One of the problems in the field of HRM associated 

with the use of AI technologies is the transformation of the 

necessary competencies of personnel, including specialists 

from HR teams, for the implementation and use of AI 

systems in organizations. 

 

 
Figure 2. Potential benefits and challenges of using AI in 

HRM 8, 9, 10 

 

One of the problems in the field of HRM associated 

with the use of AI technologies is the transformation of the 

necessary competencies of personnel, including specialists 

from HR teams, for the implementation and use of AI 

systems in organizations. 

 

III. AI SYSTEMS AND WORKERS’ COMPETENCIES 

AI allows you to automate certain functions and processes, 

freeing up time and resources for people to focus on more 

complex and high-level tasks. This, in turn, requires the 

optimization of existing and development of new 

competencies, the possession of which will allow 

employees to be more productive and innovative, maintain 

employability and competitiveness.  

Competence describes the combination of skills, 

attitudes, and behaviors that an individual possesses or that 

an organization expects from a particular employee. Digital 

competencies (including the creation of digital content, 

including programming, the ability to understand the results 

generated by algorithms to inform and support decision-

making, virtual teamwork, the use of big data and new 

devices and applications of information and communication 

technologies, security, including cybersecurity-related 

competencies, etc.,) are now required in order to realize the 

full potential of AI. 

At the same time the integration of AI systems in 

organizations creates the prerequisites for the increasing 

importance of developing cross-cutting cognitive and non-

cognitive competencies (critical thinking, problem solving, 

communication and collaboration, influence-based 

leadership and leadership by others, flexibility and 

adaptability, self-management, the ability to learn and 

recognize one’s own knowledge gaps, empathy, etc.,) 13, 

14, which are necessary for effective work with AI 

systems. They enable workers to adapt to new technologies 

and processes, constantly learn and evolve in the face of 

rapidly changing technologies and perform tasks that 

machines cannot. In addition to being important for 

working with AI systems, cross-cutting competencies can 

also be developed and improved with the help of AI. 
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Thus, recent research shows that thinking competencies 

are crucial for effective work with AI systems 15, 16. 

Analytical, critical and fast thinking enables employees to 

understand the data and insights generated by the AI system 

and use that information to make informed decisions. 

Using AI is critical to improve both the ability to 

understand, speak, read and write in multiple languages, as 

well as the ability to work with numbers and units, as well 

as use devices and applications. For example, many AI 

tools and platforms have user interfaces and documentation 

in English, so employees who are fluent in English can 

better navigate and use these tools 17. In addition, 

employees who are good with numbers and measurements 

can better understand and use machine learning algorithms 

to predict outcomes, classify data, or optimize processes.) 

Similarly, employees who are skilled in the use of digital 

devices and applications will be better able to manage and 

maintain AI systems. 

AI systems have the potential to reduce the time it takes 

to complete certain tasks. This allows employees to use 

their time as productively and efficiently as possible, to 

focus on tasks that require creativity, innovation or other 

qualities inherent only in humans. AI systems can provide 

personalized suggestions to employees on how to better 

manage their time, set goals, and prioritize tasks, helping 

them manage workflows. AI-enhanced self-management 

competencies could be an important part of an 

organization's strategy to create value. 

AI systems are often complex and can be difficult to 

understand. The development of effective communication 

competencies is essential for sharing information on the use 

of complex AI systems and building confidence in the work 

of AI. At the same time, AI systems can help managers and 

employees improve their social and communication skills 

by providing feedback on their online interactions, helping 

them identify potential communication issues, and 

providing tools to improve communication. 

Strong leadership competencies can be critical to 

overcome challenges or hurdles a team may have when 

working with AI. AI systems can provide managers with 

real-time feedback on their work, personalized guidance 

and advice to help them improve their leadership 

competencies and gain insight into team dynamics to better 

understand how their employees interact with each other 

and how to guide them through effective communication. 

The impact of AI on the required competencies of 

workers varies by job skill level 18. For example, using 

AI to support decision-making in high-skill jobs could lead 

to less autonomy, but also faster pace of work, less 

monotony, more learning. In mid-skill positions, the impact 

of using AI for decision making is similar, although to a 

lesser extent, while using AI for issuing instructions results 

in faster work pace, more autonomy, and less learning. For 

low-skill jobs, using AI for decision making is irrelevant, 

and using AI for issuing instructions increases the pace of 

work. 

These results point to the need to consider specific 

contexts and skill levels when implementing AI systems in 

the workplace. 

IV. CONCLUSION 

The introduction of AI allows you to automate tasks that 

are currently performed by humans, or reduce cognitive 

load, lead to increased productivity and efficiency. But the 

changes already manifested and coming will have serious 

consequences for organizations and workers.  

Historically all technologies go through an adaptive 

phase when users become familiar with them, realize their 

usefulness and create methods to protect against their 

unintended but inevitable harmful effects.  

Organizations need to be aware of the challenges they 

must overcome to ensure that their employees truly have 

the competencies needed to enable AI to contribute to their 

competitive advantage. Some of these obstacles are 

outdated IT infrastructure, the complexity inherent in AI 

itself, lack of necessary competencies in employees and 

organizational culture that do not contribute to the 

development and implementation of AI. 

AI needs to be implemented thoughtfully and 

consciously managed to provide all workers with an equal 

opportunity to learn and develop a set of required 

competencies. 
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