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Human Resource Management is constantly transforming itself in the context of 

organizational productivity. This transformation is heavily impacted in the presence 

of metaverse, virtual reality and internet of things. This review is conducted 

addressing two objectives: 1) To identify the main themes that have an impact on 

managing learning in organizations and (2) To identify innovative work behaviors 

that are developing gradually as a result of introduction of artificial intelligence and 

virtual reality. The systematic literature review (SLR) approach served as the 

foundation for this article's positioning as a literature review. The review comprised 

seventy-four papers from the Science Direct databases that were published between 

1985 and 2025. The preferred reporting items for systematic reviews and meta-

analyses (PRISMA) served as the foundation for the screening, inclusion, analysis, 

and reporting of the findings of the articles.   In addressing the first objective, it was 

found that learning in organizations is impacted by adoption of virtual reality 

resulting in many organizational and employee centric outcomes. The outcomes 

include insights into the multifaceted role of artificial intelligence encompassing 

candidate screening, personalized training, engagement enhancement, and 

performance assessment.  A conceptual framework was created based on the gaps 

found about the factors that influence innovative work behaviors and their 

beneficial effects in order to address the study's second goal. The viewpoints were 

inferred from theoretical justifications and review findings.  The results pertaining 

to the two goals have both theoretical and practical ramifications. One important 

practical implication is that managers' and employees' action and work-based 

learning may recommend implementing disruptive technology for HRM, which 

causes firms to reconsider HR procedures and tactics. As a result, traditional 

methods have become outdated. Additionally, the results offer some additional 

avenues for future study. The study found empirically proven determinants of 

innovative work behaviors which also results in a new form of leadership. These 

were synthesized based on the studies conducted during the period 1985-2025. This 

synthesis and theoretical grounding deduced a conceptual framework for 

determining the outcomes of disruptive technologies for HRM.  

Keywords: Artificial Intelligence, Human Resource Management, Industry 4.0, Industry 5.0, Metaverse. 

Introduction  

Artificial Intelligence is an ever-transforming force that is 

changing the nature of organizational and managerial 
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systems. The revolution that artificial intelligence has 

sought to bring an introduction of new strategic framework 

which can guide strategic and HR managers to implement 

new disruptive practices in an organization. It is inevitable 
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that human resource strategy in any organization is the 

product of its external environment: economic, social, legal 

and most significantly technological. The goal of any 

organization is to achieve organizational efficiency and 

improving employee-centric outcomes. Human resource 

management is continuously being strategic with the help 

of artificial intelligence (Budhwar et al., 2023). In order to 

match up to the evolutionary practices of artificial 

intelligence, industry have come up with the nomenclature 

of Industry 4.0 and Industry 5.0. AI-assisted HRM is 

continuously being shown as a strategic resort to sustain in 

the long run. With this theme in mind, this study has focused 

on renewed HRM practices that can sustain the firm in the 

long run. This study gives an insight into this discussion, in 

which 75 articles have been reviewed keeping in mind the 

significant changes human resource practices have 

undergone after the introduction of artificial intelligence. 

This study builds on the existing knowledge of significant 

changes a workplace is undergoing. This study is divided 

into 2 parts:   

First, we present the thematic results of the systematic 

review and offer critical reflections on them, considering 

how AI-assisted HRM affects the attainment and 

enhancement of company and employee-centric outcomes 

in the three main HRM practices of hiring, training, and 

retaining staff. The literature received for this study gives 

an insight into the future of artificial intelligence and 

metaverse in organizational practices. Through this 

literature, an understanding is gained that AI has percolated 

almost every aspect of an organization so much so that there 

arose a necessity to coin a new term altogether by the name 

of “Industry 4.0” and “Industry 5.0.” Second, the 

researchers have attempted to identify future research 

directions based on systematic literature review.  

Review of Literature 

As the saying goes, the future of AI is not about replacing 

human beings, it’s about augmenting human capabilities. 

This adage suits quite well in view of continuous advent of 

artificial intelligence in the field of human resource 

management.  HRM systems are regularly getting fortified 

by Natural Language processing (NLP) system as in the 

usage of chatbots solving employee queries, employee 

emotions being read by sentiment analysis etc.  Advantages 

of AI can also be witnessed in the form of fairness during 

hiring and onboarding process. These advantages 

overshadow the disadvantages existing in traditional 

recruitment process (Madanchian et al., 2023). In recent 

times, AI is also capable of identifying workplace bullying 

through detecting abusive language and behaviours (Obesso 

et al., 2023). The outcomes of artificial intelligence can be 

divided into firm-centric and multi-centric outcomes. 

Intelligence-based design becomes handy in preventing 

employee retention by matching capabilities of candidates 

with the requirement. Strategic framework of an 

organization maps a range of employee-centric and firm-

centric outcomes. There is also a level which comes 

between both macro and micro level variables wherein 

change readiness, quality strength of AI systems needs to be 

considered (Malik et al., 2023).  Perceptions of employees 

have also been assessed over the usage of mobile, social 

media, cloud and analytics and the way HR functions can 

be reinvented around it (Sengupta et al., 2021). Abbreviated 

as SMAC technologies, it is considered as a tectonic shift in 

way human resources function. Augmented reality and 

virtual reality have created an immersive environment for 

the customers through engaging them into marketing 

activities as brand campaigns which in a way enhances 

transparency, improve efficiency and enable predictive 

capabilities. Metaverse created by combination of AR and 

VR can transform employee training practices by inducing 

more interactivity, feasibility and feedback. Similarly, 

supply chain also can witness a great transformation in 

offering insights for policymakers which can result in 

diverse results in advancement in manufacturing, retail and 

logistics (Raman et al., 2025). 

Methodology 

Literature was extracted from Science Direct Database on 

8th of June and filter criteria was kept to the time 1985-2025. 

This timeframe was considered to take into consideration 

the conditions before adoption of Artificial intelligence, 

factors that induced the adoption of this technology in 

almost every process of any organization and the outcomes 

that its rivals are facing. This yielded a result of 75 research 

papers. Data which was collected was run in VOS Viewer 

software to scan the major themes that are focal point of 

research around AI and VR in human resource 

management. It generated four clusters of two keywords 

each. Inclusion of research articles (33), review articles (7), 

book chapters (5), conference abstracts (11), editorials (1) 

and other sources (16) were added with an aim to vouchsafe 

every kind of opinion on this subject. After time period, 

research and review articles, third filter was applied of 

manual screening based on author’s judgement which 

further went into systematic literature review. Literature 

searched spanned across various disciplines of business 

management and accounting, engineering, medicine and 

dentistry, computer science, physics and astronomy, 

decision sciences, material sciences, biochemistry and 

environmental sciences. To strictly adhere to the method of 

systematic reviews, papers those were not in English 

language, books, book chapters, editorials, conference 

abstracts, mini reviews and discussions were all excluded. 

In addition, further quality assessments were done to ensure 

all research papers are published in top-tier journals of 

Scopus and SCI indexing. Literature gathered spanned 

across various disciplines so as to consider advanced human 

resource practices in the presence of artificial intelligence 
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and virtual reality in every field. This was done to ensure 

complete inclusiveness in the literature.     

An initial screening of received literature was done in 

VOSViewer 1.6.20 version to have an insight into the 

prevalent themes in the literature which are impacted with 

the usage of artificial intelligence. Scopus and Web of 

Science Database were also searched which did not 

generate any results of the keywords “Future trends of AI 

and VR in HRM.” Following an initial screening of 75 

articles based on inclusion and exclusion criteria and 

removing duplications, a qualitative evaluation was done to 

further refine the list and extract only those articles that are 

relevant with the topic of this study. In addition, the 

researcher tried to add four to five articles as cross reference 

that were considered valuable to be included in the final 

sample. It was decided to keep all forms of research papers 

– conceptual, empirical and review papers. The process 

applied for the review is depicted in the Fig. 1 in PRISMA 

diagram. PRISMA is “preferred reporting items for 

systematic reviews and meta-analysis". Steps Undertaken 

for Research is shown in Table 1. 

Search Syntax  

To find the documents that contain all of the search terms, 

the search terms were entered following “no quotation 

marks” phrase which is also prevalent in database gathered 

from Science Direct database. The search syntax kept was: 

  

Future Trends of AI in HRM and Future Trends of VR 

in HRM   

Following a review study by Da Silva et al. (2022), a 

frequency analysis was conducted of the major keywords of 

all 75 words. In absence of frequent terms, a manual coding 

was done by locating keywords in all research papers. To 

complete the identification stage, the papers were combined 

using the Zotero software. In addition, papers were 

identified using the snowball sampling technique to 

determine additional relevant references. This included 

articles that were not returned in the research database. The 

screening stage was conducted by reading the title and 

abstract by verifying the adherence of the papers to the 

objective of our study. On 24th of June, 2025 again the 

analysis was run in the same database which yielded 77 

results out of which only 39 research papers fit the criteria 

of this study. Cluster analysis was performed in VOS 

Viewer software by keeping repetition criteria to be 3. This 

was the minimum number of occurrences of any term. VOS 

Viewer essentially signifies the visualization of similarities. 

In this case, similarities are being observed for certain 

words which are occurring simultaneously in more than 1 

or 2 work. 

Data Analysis  

Relevant data from the selected articles were analysed in 

VOS Viewer software. Four clusters were identified in this 

analysis depicting certain themes with a cluster containing 

themes of aligned nature. The identified clusters highlighted 

the impact of artificial intelligence in almost all business 

processes, particularly HRM and manufacturing. The 

themes identified are broadly classified as under:   

I. Industry 4.0, Industry 5.0, Internet of Things and 

Smart Manufacturing  

II. Digital Transformation, Digitalization and 

Systematic Literature Review  

III. Extended Reality, Metaverse and Virtual Reality  

IV. Artificial Intelligence and Human Resource 

Management  

 

 

Fig. 1: Process of PRISMA followed for Systematic Literature Review 
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Table 1: Steps Undertaken for Research  

Steps Activities Results 

Step 1: Problem 

Definition  

i. Gap Identification  

ii. Formulation of the Research Question  

i)Need to understand the future trends of 

AI and VR in human resource 

management practices. 

Research question Definition: What are 

the main HRM trends after introducing 

VR and AI in industry?  

Step 2: Systematic 

Literature 

Review   

ii) PRISMA Methodology, according to the three main stages: i) 

Carving the Keyword tree from the narratives Future trends, AI-

assisted HRM, Future trends of AI in HRM and Future Trends of 

VR in HRM. 

Inclusion: Description of the final sample of papers (n-=40) and 

included by snowball.   

Characterization of paper portfolio with 

the help of Content Analysis.   

Step 3: 

Bibliometric 

Analysis  

i)Exporting the database to VOS Viewer and performing Co-

occurrence analysis to get an insight into prevalent themes.   

ii) Network generation in VOS Viewer.   

Characterization of paper portfolio (main 

themes that emerged over the years 

associated with usage of AI and VR in 

HRM). 

Step 4: Content 

Analysis  

Preliminary analysis of main themes addressed in portfolio from 

the generation of the list of most frequent words.   

Reading and interpreting the documents for coding according to 

the structure of the nodes created in VOS Viewer.   

Thematic analysis of portfolio of 40 

papers:   

  

1.Evolution of Industry version from 4.0 

to 5.0 and Smart Manufacturing  

2.Systematic Literature Review of 

Digitalization  

3.Extended and Virtual Reality and 

Metaverse  

4.Artificial Intelligence and HRM  

Step 5: 

Construction of 

the Framework  

Compilation of the results allowing the generation of emerging 

research frontiers by the research team.   

Consolidation of the results in a 

framework to identify the key emerging 

research frontiers.   

 

The Review: Categories and Themes  

This section presents an analysis of all 75 peer-reviewed 

articles, organized around four major themes mentioned as 

above. This constitutes the scope of theoretical and 

empirical research in AI impacting HRM practices. This 

study aims to understand employee experiences and 

resulting practices followed in business organizations to 

keep themselves in sync with ever-developing technology. 

The themes analysed below circle around the four major 

themes received from analysis on VOS Viewer named as 

clusters (Fig. 2).    
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Fig. 2. Network Diagram of Future Trends of AI and VR in HRM

The Dimensionality of Future Trends of AI 

Cluster 1    

Industry 4.0, Industry 5.0, Internet of Things, Smart 

Manufacturing  

Destouet et al., 2023 have forwarded a mathematical model 

for Job Shop Scheduling Problem in the context of smart 

manufacturing systems keeping in consideration human and 

environmental factors. Taking an overview of the process 

of evolution of digitalization of production scheduling, this 

can be seen that the shift was gradually from Industry 3.0 

focusing on humble automation of certain processes to 

Industry 4.0 focusing on complete digitalization and finally 

to Industry 5.0 wherein human centricity and sustainability 

can be witnessed. There is a shift from mass production to 

mass personalization which draws the focus of researcher 

community to growing human-centrism (Destouet, 2023). 

To address the procedural changes posed by Industry 4.0, 

new set of HRM practices under the umbrella term of 

Leadership 4.0 has been introduced. AI has given rise to 

more open leadership that covers transparent decision-

making maintaining privacy. A more open and innovative 

culture can be seen as the outcome of Industry 4.0 wherein 

there is more thrust on carving change leaders of tomorrow. 

A new concept of digital leadership has entered the industry 

which has the need of a human resource manager who has 

adaptable agile ambidexterity, more focus on diversity and 

inclusiveness, socially intelligent and employee-oriented 

openness (Haleem et al., 2024). Effective leadership can 

alter staff routines and mindsets. Digital revolution has 

given rise to a new form of leadership matrix wherein the 

leaders can be classified by Haleem et al. (2024) in 

following types:  

• Freshmen Leader  

• Social Leader  

• Digital Leader  

• Technological Leader  

In the process of gradual transition, there is a need to 

reimagine workforce roles, develop skills and adapt to the 

industry (Sharma et al., 2025). Similar to the human-centric 

viewpoint and harmonious human–machine collaboration 

principles highlighted by Industry 5.0, psychological and 

physical risk assessments must also be incorporated into the 

collaborative workstation design phase to create a secure 

and welcoming workplace fit for a diverse workforce. 

Research on Industry 5.0 have also focused on ergonomical 

part of job design which can benefit human resource while 

carrying out activities. Flexibility in layout and task 

assignment is paid more attention (Keshvarparast, 2024). 

Blockchain is being intricately intertwined with cloud-

computing in the fields of healthcare system, cyber security 

which provides interoperability, streamlined system, cost 

friendliness and data integrity. Last keyword received is 

smart manufacturing which if intertwined with human 

resource management gives an altogether new dimension. 

Some literature suggests that there is also a need to ensure 

employee readiness to adopt smart manufacturing system 

(Mittal et al., 2018).   

Cluster 2 

Digital Transformation, Digitalization, Systematic 

Literature Review  

Cluster 2 revolves completely around digitalization; the 

focus is majorly on application of digitalization to the tasks 

of HRM. The fact of digitalization can be substantiated by 

the World Economic Forum Report of 2020 that 84% of 
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respondents will accelerate the digitalization of their work 

which can be seen in the form of remote work or video 

conferencing (Da Silva et al., 2022). With the changes 

ushered by Industry 4.0, companies have adopted I4.0 

innovations and enabling technologies in production and 

marketing, business models and human resource 

management (Da Silva et al., 2022). There has arisen a need 

to mould HR leaders as “to be digital” rather than just “to 

do digital” (Sengupta et al., 2021). Managers are 

continuously interacting with computer generated 

environment where metaverse has a key role to play. Studies 

have advocated the adoption of theoretical frameworks as 

Resource-Based View (RBV) and Technology Acceptance 

Model (TAM) and experiential learning to account for 

dynamic capabilities and risks and adoption of metaverse 

due to industry specific constraints. HRM functions have 

undergone tremendous change and the usage of digital tools 

in the same have given rise to SMAC (social, mobile, 

analytics and cloud) phenomena. Digital HR is the use of 

social, mobile, analytics and cloud (Sengupta et al., 2021). 

Since metaverse tends to materialize an immersive 

environment enhancing the interactivity and flexibility of 

training while maintaining a high quality of educational 

content and training and development programs, it has 

replaced all traditional systems of functioning. The field of 

education has also not been left untouched with 

digitalization and reveal a societal vulnerability towards 

prospects sin the realm of ethics, sustainability, resilience, 

security and policy (Moravec & Martínez-Bravo, 2023). 

Organizations can utilize metaverse technique to train their 

employees and in turn employees can learn their training 

content in an immersive manner (Dastane et al., 2024). The 

primary objective of shift towards digitalization is to 

optimize all processes from production to human resource. 

With the use of sensor, controlling, modelling, and platform 

technologies, digitalized production systems gather, 

process, and make available to its workers and equipment a 

virtually limitless amount of data. In the research concerned 

with antecedents-mediator-outcome framework, the need 

for change to smart manufacturing will come under 

antecedents. The ultimate objective of the change process 

or “consequences of change” is the successful realization of 

the transformation to smart manufacturing. Not only the 

sole introduction of new technology is the objective but also 

their legitimization is of the main concerns. Legitimacy will 

be realized only after recognition by workforce in the 

organization.  A notable surge of research in the domain of 

HRM is being observed with the introduction of artificial 

intelligence and digitalization in every aspect of HR 

activities. This sudden surge in research activities 

pertaining to HRM can be due to digitalization imperative. 

This can symbolize the necessity to accept artificial 

intelligence and machine learning technologies. 

Cluster 3 

Extended Reality, Metaverse and Virtual Reality  

Following a study conducted by Dastane et al., 2024 on 

implications of metaverse, virtual and extended reality for 

learning and development of the organizations, key themes 

of knowledge management, e-learning and technology have 

emerged. There is a growing thread of literature on 

Metaverse and its usage (Dastane et al., 2024). Metaverse 

can easily customise learning content for each employee 

and enable them to learn the haptic way, wherein employees 

can learn by doing the things themselves. Metaverse can 

easily simulate any environment enabling the employees to 

learn through haptic technology. The most decorated 

technique of gamification is also its sub-part. Ibentos 

metaverse platform useful for onboarding and induction, 

performance assessment has emerged as a user-friendly 

interface facilitating an interactive environment, creating 

great networking opportunities and in effectively managing 

events. Ibentos enables organizations to create an 

immersive environment wherein employees can be hired 

and on boarded innovatively. This also enhances employee 

participation through engaging them in interactive content. 

This can in turn reduce employee turnover and help in their 

retainment. 

Cluster 4    

Artificial Intelligence and Human Resource 

Management   

Literature gathered from Science Direct Database has 

identified a major shift of traditional methods in health care 

sector to AI-assisted health care and pharmacy sector laying 

down the foundation for further scholarly enquiry. Putting 

everyone on the same page and enhancing a diversified 

environment, the need of the hour for organizations has 

shifted to Omni-learning (Lee, 2023) symbolized with the 

slogan “march towards omni-learning.” This type of 

learning can be characterised by using holistic learning 

capabilities, integrating working and learning by promoting 

on-the-job learning (OJL), on-the-life-learning (OLL) and 

on-the life-training (OLT). New HR waves of diversified 

time (synchronized and asynchronized) and places (remote/ 

close) have revolutionized the style of working of the 

organizations (Lee, 2023). These HR waves have been 

further facilitated by technological breakthroughs. 

Analysis and Discussion 

Table 2 shows topics discussing versions of industry 4.0, 

5.0 and smart manufacturing. Similarly, Topics Discussing 

Digitalization (Table 3), Metaverse (Table 4), and AI-

Assisted HRM (Table 5) 
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Table 2: Topics Discussing Versions of Industry 4.0, 5.0 and Smart Manufacturing 

Clusters / Themes Topics Discussed Main Authors 

Industry 4.0, Industry 5.0, 

Internet of Things, Smart 

Manufacturing  

Readiness of the national government to adopt smart 

manufacturing and putting forward 10 software for 

smart manufacturing.  

Reinventing HR functions with SMAC (social, 

mobile, analytics and cloud) technologies.  

Challenges, opportunities and future research 

directions in smart manufacturing.  

Roadmap to Industry 5.0 

(Gao et al., 2025; Phuyal, 2020; 

Piccarozzi, 2024, Krokowski et 

al., 2025) 

(Sengupta et al., 2021; Lee, 

2023; Liu, 2023) 

(Phuyal et al., 2020) 

 
Table 3: Topics Discussing Digitalization 

Clusters / Themes Topics Discussed Main Authors 

Digital Transformation, Digitalization, 

Systematic Literature Review  

6G Technology promising a revolutionary version of HRM 

by enhancing employee experience and organizational 

experience.  

Bhaskar & 

Reeta, 2025. 

 

Table 4: Topics Discussing Metaverse 

Clusters / Themes Topics Discussed Main 

Authors 

Extended Reality, 

Metaverse and Virtual 

Reality  

Implications and significance of metaverse and extended reality is 

investigated. Training, e-learning, technology and knowledge management 

are significant themes.  

(Dastane et 

al., 2024) 

 

Table 5: Topics Discussing AI-Assisted HRM 

Clusters / Themes Topics Discussed Main Authors 

Industry 4.0, Industry 5.0, 

Internet of Things, Smart 

Manufacturing  

Readiness of the national government to adopt smart 

manufacturing and putting forward 10 software for 

smart manufacturing. 

(Gao et al., 2025; Phuyal, 

2020; Piccarozzi, 2024, 

Krokowski et al., 2025) 

Digital Transformation, 

Digitalization, Systematic 

Literature Review  

Through systematic literature review, four areas are 

delineated of operations and strategic management, 

organizational and stakeholder theory.  

(Miozza et al., 2024) 

Extended Reality, Metaverse 

and Virtual Reality  

Significance of immersive technology is investigated.  (Dastane et al., 2024) 

Artificial Intelligence and 

Human Resource Management  

  

 

Future trends in AI (artificial intelligence) and virtual 

reality within human resource management are expected to 

enhance employee engagement, streamline recruitment 

processes, and facilitate immersive training experiences that 

adapt to individual learning styles. These advancements 

will not only improve efficiency but also foster a more 

personalized approach to employee development, aligning 

with the growing emphasis on adaptive learning systems in 
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immersive environments. As organizations increasingly 

adopt these technologies, the intersection of AI and VR in 

HRM will likely redefine traditional practices, creating 

more dynamic and responsive workplaces. The integration 

of AI and VR technologies in HRM is poised to transform 

how organizations manage talent, leading to improved 

employee satisfaction and productivity. These trends will 

likely include enhanced data analytics for better decision-

making, the use of AI-driven chatbots for employee 

support, and VR simulations for realistic training scenarios, 

ultimately reshaping HR practices. Future trends in AI and 

VR within HRM are expected to enhance employee 

engagement, streamline recruitment processes, and 

facilitate immersive training experiences that adapt to 

individual learning styles. Streamlining will increase 

efficiency which in turn will lead to customized approach 

of staff development. This customized approach will all the 

more increased with the presence of immersive 

environment and adaptive learning systems. Conventional 

procedures will later on be replaced with symbiosis of AI 

and VR in HRM making the environment increasingly 

dynamic. AI and VR integration in HRM has the potential 

to revolutionize personnel management in businesses, 

increasing worker productivity and happiness. These trends 

will likely include enhanced data analytics for better 

decision-making, the use of AI-driven chatbots for 

employee support, and VR simulations for realistic training 

scenarios, ultimately reshaping HR practices. AI adoption 

is mostly influenced by readiness to adopt technology, 

organizational preparedness and perceived benefits. These 

perceived benefits can also translate into a cost-benefit 

analysis which comes under the gambit of Social Exchange 

Theory. It is in the tendency of AI to do a systemic pruning 

and improve it for better (Homans, 1958). Considering the 

study of HRM in the context of AI, there still are certain 

gaps pertaining to its theoretical background which is 

presented in this study with Social Exchange Theory. The 

outcomes of adoption of artificial intelligence in HRM will 

be both firm centric and employee centric (Malik et 

al.,2023). It has been revealed in the study conducted by 

Malik et al., 2023 that recruitment emerged as the basic 

function bearing the brunt of AI both as a facilitator and as 

a disruptor. Other functions getting impacted with this are 

training, upskilling, job profiling, job design, performance 

measurement and career building of employees. Artificial 

intelligence is perceived both as an enabler and a disrupt 

wherever technical skills are concerned (Westerholm & 

Martensson, 2024).  

AI is dubbed as a disruptor due to inducing market 

disruptions and shifts, incremental innovation, developing 

niche markets and giving initial lower performance. This 

study is, however, based on the future of work induced by 

usage of artificial intelligence. Human resource 

management will be area more affected by artificial 

intelligence both in functional and dysfunctional manner. A 

major negative trend that started with the usher in of 

artificial intelligence is the dehumanizing of work and 

organizations. There is a lack of growth of individuals with 

dynamic nature and versatile abilities. There is also a 

growing thread of literature that suggests that due to 

adoption of new and emerging AI technologies, execution 

of circular economy has become possible (Ahmad et al., 

2023). Circular economy in HRM perspective has given rise 

to modern literature industrial symbiosis, circular business 

models, emerging technologies and learning and innovation 

(Ahmad et al., 2023). AI seeks progressive practices in any 

organization which is represented in the flowchart below. 

Adoption of AI leads to enhanced AI function in HR which 

leads to immersive and vivid employee experience and 

thereby increased retention. 

A serious negative trend observed in a digitalized world 

poses in terms of telework or a flexible work arrangement 

where employees mostly perform their duties outside of the 

traditional offices. These leads to reduced professional 

communication among co-workers, least to no exposure to 

day-to-day problems which help an employee to grow 

personally and professionally. Moreover, digital platforms 

are subjected to extensive HRM practices aimed at 

increasing control over their work (Meijerink et al., 2021). 

There are many issues related with physical and mental 

well-being of employees that have aroused attention even of 

world bodies as United Nations but have largely remained 

untouched in the gathered literature. More and more focus 

is increasingly on the functions coming under the umbrella 

of HRM with a serious negligence to wellness and 

mindfulness of professionals. Flow Diagram of the Impact 

of AI in Increased Retention of Employees is shown in Fig. 

3. 

Implications of the Study 

Implications for Industry 

The implications of integrating AI and VR in HRM extend 

beyond operational efficiency, as they also promote ethical 

practices and enhance collaboration between employees 

and technology, fostering a more inclusive workplace. This 

integration will also necessitate ongoing training for HR 

professionals to effectively leverage these technologies and 

address potential ethical concerns that may arise. 
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Fig. 3: Flow Diagram of the Impact of AI in Increased Retention of Employees 

[Source: Author’s own Interpretation] 

Future Perspectives of AI and VR in Human Resource 

Management 

The backdrop of Human Resource Management (HRM) is 

undergoing a sweeping transformation, driven by 

developing technologies such as Artificial Intelligence (AI) 

and Virtual Reality (VR). These tools are no longer optional 

innovations—they are becoming vital to how organizations 

attract, train, retain, and engage their personnel. As the 

global business environment endures to adapt to quick 

digital change, HRM must evolve accordingly to remain 

applicable and strategic. AI and VR offer influential new 

ways to enhance effectiveness, promote employee 

contentment, and future-proof human capital strategies. 

1. Recruitment and Talent Procurement 

One of the most impactful changes is taking place in 

recruitment and selection. Traditional hiring methods are 

giving way to more intelligent and immersive procedures. 

Automated systems are gradually used to sort applications, 

identify high-potential candidates, and even assess 

behavioral attributes through digital assessments. This 

allows establishments to not only save time but also lessen 

human bias and improve the correctness of hiring decisions. 

VR is expanding the potentials of recruitment further. 

Companies can now offer virtual job openings, allowing 

applicants to step into a virtual work environment before 

accepting a role. This provides shared transparency: 

candidates better understand job expectations, and 

employers can detect candidate responses in realistic, 

simulated situations. As a result, both job satisfaction and 

retention rates are likely to progress. 

2. Revolutionizing Learning and Development 

Learning and development are essential areas of HR that are 

being altered by technology. Adaptive learning platforms 

now tailor content to an individual’s specific needs, pacing, 

and performance. This not only increases knowledge 

retention but also supports training with employees’ career 

paths.VR adds by introducing immersive, experiential 

learning situations. Instead of reading manuals or watching 

tutorials, employees can absorb in interactive simulations 

that reflects real-world tasks. For example, customer service 

representatives can practice handling difficult clients, or 

engineers can practice assembling complex machinery—all 

in a safe, controlled virtual setting. This “learning by doing” 

approach increases confidence, reduces training time, and 

promotes skill expertise. 

3. Engagement and Well-being in a Digital Age 

As remote and hybrid work preparations become more 

collective, organizations face challenges in maintaining 

employee engagement and well-being. Here, technology 

plays a vital role. Data-driven tools can now examine 

employee sentimentality, monitor engagement levels, and 
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flag early signs of fatigue. Real-time feedback tools provide 

an incessant loop of communication between staff and 

management, endorsing a culture of receptiveness. 

VR also opens up new avenues for team building and 

partnership. Virtual meeting places, immersive 

brainstorming rooms, and digital lounges replicate some of 

the social undercurrents of a physical office. Employees can 

connect and collaborate in real time, irrespective of 

location, making the workplace feel more unified and 

collaborating. This helps reduce feelings of remoteness and 

strengthens organizational philosophy. 

4. Performance Evaluation and Development 

Performance management is becoming more vibrant with 

the adoption of technology. Instead of relying solely on 

annual reviews, organizations can now use continuous data 

tracking to monitor progress, give timely feedback, and 

identify training needs. Predictive models can help 

managers predict potential trials, recognize high 

performers, and create tailored development plans. 

Moreover, VR can be used to mimic real-life work scenarios 

to evaluate employee skills, such as decision-making, 

leadership, or communication. Merging performance data 

with such immersive evaluations leads to more accurate and 

holistic appraisals. 

5. Strategic Workforce Planning and Inclusion 

Data analytics is becoming a strategic enabler for HR 

leaders. Trends in talent mobility, diversity, and workforce 

willingness can be analyzed to forecast hiring needs, assess 

leadership pipelines, and evaluate the impact of diversity 

and inclusion initiatives. This data-driven approach ensures 

that HR strategies are associated with overall business 

goals. 

As organizations embrace these technologies, it is also 

essential to address issues of ethics, fairness, and data 

privacy. Employees must be assured that their personal data 

is handled transparently and securely. HR professionals will 

need specialized knowledge to interpret data ethically and 

ensure the technology used is all-encompassing and bias-

free. 

6. Challenges and Future Readiness 

Notwithstanding the immense potential, implementing AI 

and VR in HRM comes with challenges. Resistance to 

change, digital skill breaches, high costs of infrastructure, 

and regulatory ambiguity are real fears. For successful 

integration, organizations must invest in change 

management, employee training, and clear guidelines for 

ethical use. 

Conclusion 

The future of Human Resource Management is 

progressively tied to its ability to connect digital innovation. 

AI and VR are not merely tools to increase efficiency—they 

are transformative powers that can enrich employee 

experiences, support continuous learning, and elevate HR to 

a strategic function. By embracing these technologies with 

responsibility and foresight, organizations can build more 

robust, all-encompassing, and future-ready workforces. 
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