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ABSTRACT:

Artificial Intelligence (Al) is also changing human resource management
(HRM) as it allows organisations to automate their processes, examine
workforce data and offer employees targeted support. This essay focuses
on Al-enhanced HR practices and how they change the concepts of
employee engagement, productivity and retention. It follows a qualitative
research design of secondary research, where academic literature on the
topic of the use of Al, human-Al cooperation, technology-related HRM,
employee training and organisational performance are examined. The
results suggest that Al can enhance employee engagement with
personalised communication, quicker HR services, sentiment analysis
and customised learning opportunities. Performance management
augmented by Al has the potential to improve productivity through
offering feedback regularly, detecting skills gaps and facilitating evidence-
based decision-making. Predictive analytics can also help in retaining
employees by ensuring that organisations detect potential turnover
factors and respond promptly by meeting the concerns of their
employees. Nevertheless, the analysis has also indicated challenges
related to the implementation of Al, such as privacy, algorithm bias,
surveillance of employees, decreased human engagement, and hinder
transparency as well. This research thus posits that Al must complement
as opposed to substituting human judgement in HRM. Responsible data
governance, transparency, employee involvement and human oversight
are the key elements to develop the effective implementation. In general,
Al-enhanced HR practices can lead to better employee performance,
although they should rely on the balanced approach that is ethical and
human-oriented and combines tech possibilities with organisational and
employee demands.

Keywords: Artificial Intelligence; Human Resource Management;
Employee Engagement; Employee Performance; Employee Retention
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I. Introduction

Artificial Intelligence (Al) is also rapidly changing
how organisations run and administer their
human resources, with new opportunities to
enhance employee experience and organisational
performance [1]. The wuse of Al-based
technologies such as predictive analytics,
chatbots, automated recruitment systems,
analysis of employee sentiment and intelligent
performance-management platforms has become
an increasingly common part of traditional
human resource management (HRM) [2]. Such
technologies allow HR specialists to work with
significant amounts of data on their employees,
determine workforce trends and contribute to
quicker and more informed decision-making.
With  organisations moving into  more
competitive and technology-driven space, the
role of Al-enhanced HR is of relevance in
organisational and scholarly concern. Especially
valuable dimensions of good HRM are employee
engagement, performance and retention [3].
Employee engagement levels can be linked to
improved  commitment, motivation and
organisational engagement, and performance
management can enable organizations to align
their employee abilities and strategic goals. In the
same way, retention of employees is also
necessary to save organizations on expenses of
recruitment as well as retaining organisational
knowledge and workforce stability [4]. The
results may be achieved through the potential of
Al, as they make learning more personalised,
provide continuous feedback on performance,
anticipate potential risks of employee turnover or
more  effective = communication  between
employees and HR departments.

Nevertheless, Al integration into HRM can be a
challenging task as well. There will be a risk of
privacy, lack of transparency, biasing and
employee  autonomy due to  excessive
dependency on algorithmic decision-making,
Constant Al surveillance can also be viewed as an
invasion by the employees and may compromise
trust and participation. Thus, the usefulness of Al
within HR could not be evaluated only based on

the level of technological effectiveness but also
the impact it has on the perceptions of staff and
relations in an organisation should be taken into
consideration. The study explores the potential of
Al-augmented HR practices to revolutionize
employee  engagement, performance and
retention. It takes into consideration the
opportunities and the difficulty of the adoption
of Al in HRM. Through these dimensions, this
study would create a balanced picture of how
organisations can leverage Al strategically with
preserving the trust of workers, fairness and

human-centred human resource strategies.
Ii. Related Works

Recent studies show that artificial intelligence
(Al) is becoming a major impact on the
organisational

processes, knowledge

management and human resource management
(HRM) processes. With the advent of Al-driven
technologies, HR practices have moved away
from their mostly administrative nature to
become more data-driven and predictive.
Khatoon et al. [20] emphasise that the change in
talent management and organisational design
provided by technology is transforming the idea
and conveys that Al would assist organisations in
their talent management in a more strategic way.
Equally, Madanchian and Taherdoost [20]
acknowledge the organisational and technological
factors as pertinent obstacles and facilitators
towards the use of Al in HRM. They have found
that the effective implementation of Al is
determined by the availability of technology as
well as the organisational preparedness, the
acceptance of the Al by the staff and proper
managerial approaches. Human-Al collaboration
is another concept that is explored in the
relationship  between Al  and  human
performance. Liao et al. [23] examine the topic of
Al augmentation in collaboration between
humans and Al and reveal the significance of
studying their interrelation between human
knowledge and Al capabilities. Instead of fully
overtaking the human-worker, Al could support
the analytic aid and information with the help of
which workers make better decisions. The given
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augmentation view applies specifically to HRM
where Al can be used to aid recruitment,
performance assessment, workforce analysis and
employee development with managers still
offering human  judgement. Issues  of
replacement and augmentation have been
addressed as well. On the one hand, Kamer-
Ainur et al. [18] focus on perceptions of the role
of Al regarding the labour market and compare
the perceptions in terms of the replacement and
augmentation. Their results support the role of
knowing how the employees and other
stakeholders perceive the introduction of Al
technologies into the organisations. These
perceptions may affect trust, acceptance and
engagement, and employee attitudes should be a
significant factor in considering Al-augmented
HR practices.

Another area where Al has been shown to be
useful is enhancing the knowledge base and
professional performance within the
organisation. Kumar [21] discusses an Al-
enhanced knowledge management potential and
its correlation with clinical outcomes, showing
how Al-driven knowledge activities have the
potential to produce more favorable outcomes in
professionals. In as much as healthcare is the
subject of the study, the results have broader
HRM implications because the aspects of
knowledge management, building capacity and
performance of employees are intertwined issues.
The broader technology literature also helps
conclude that the impact of Al depends on how
the users interact with technology systems. The
concept of quality of interaction is proposed in
the multi-layers framework of interviewing the
interaction quality in human-Al dialogue by
Lucas et al. [25], where meaningful and efficient
interaction between human and Al systems is
important. It applies to the HR chatbots and
virtual assistants and Al-assisted employee
communication, with the lack of the quality of
interactions being a possible negative impact on
employee experiences. There are other studies
that provide evidence about technology based
learning and development. Dritsas and Trigka

[15] highlight technological and methodological
progress in e-learning, where learning is still being
transformed by digital technology. This type of
development facilitates implementation of Al-
driven customised training and employee
development solutions. Technology however,
does not only produce positive psychological
effects. In a systematic review of technology and
foreign-language anxiety, Huang and Liu [17]
show that adoption of technology may result in
anxiety in some situations, which implies that
technological innovation does not necessarily
lead to positive user experiences.

Last but not least, Fabio et al. [16] prove the
values of analytical structures in merging
technology in organisational and production
procedures, and the work in other fields reveals
the general shift towards reactive to proactive Al-
enhanced models [19,24]. Together, these articles
indicate that Als are capable of improving
organisational ability, knowledge, learning and
decision-making. Yet, to effectively implement it,
human factors, organisational preparedness, trust
and responsible use of technologies should also
be considered. This establishes the foundations
to analyze Al-enhanced HR practices with
reference to employee engagement, performance
and retention.

III. METHODS AND MATERIALS
3.1 Research Design

This study wuses a secondary research
methodology to understand the impact of Al-
enhanced human resource practices on employee
engagement, performance and retention. The
secondary research design will suit the topic of
the research as it is a multifaceted topic and the
academic literature on artificial intelligence,
human  resource management, employee
behaviour and organisational performance is
growing rapidly in quantity. Instead of gathering
firsthand responses of employees, the study
investigates  the current academic and
professional evidence to determine the existing
tindings, recent trends and areas of dispute [5].
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The study is qualitative and descriptive.
Qualitative approach enables the research to
interpret the results on employees' expetience,
perceptions and organisational results relating to
Al-enabled HR practices. The descriptive
constituent comes into play to categorize and
illustrate the introduction of Al technologies into
recruitment, performance management, learning
and development, employee engagement and

retention processes [0].
3.2 Research Philosophy and Approach

An interpretivist philosophy of research informs
the study. Interpretivism is appropriate since the
study deals with the engagement of employees,
workplace experience, trust and perception of Al
which in some cases cannot be sufficiently
explained solely by the application of numerical
tools. The

communication, perceived fairness and to what

organisational culture,

extent human interaction is still included in HR
processes may vary, leading to the importance of
different reactions among employees towards Al

[7]-

A research approach of the inductive method is
taken. The research does not start with a
predetermined hypothesis and test it statistically,
but first comes across common themes via
already existing literature and making overarching
interpretations through the discoveries. The
methodology will allow the research to focus on
both desirable and undesirable effects of Al-
enhanced HR practices without expecting that Al
will necessarily lead to better employee
performance [8].

3.3 Sources of Data and Literature Selection

The study will be based on secondary data
(summary of peer-reviewed journal articles,
scholarly books, conference papers, institutional
reports and professional publications by trusted
sources). Preference is given to academic
literature since they present evidence that is
theoretically based and supported by empirical
evidence. Appropriate literature is found with the
help of academic databases and other scholarly

search engines on the combinations of keywords
artificial intelligence HRM, Al-enabled human
resource management, employee engagement,
employee performance, employee retention, HR
analytics, Al and workplace, and algorithmic
management [9].

The selection will be based on literature which
directly concerns Al applications within HR and
how they impact employees or organisational
performance. Recent articles are given
precedence to consider the fast pace of generative
Al, predictive analytics and automated HR
technologies. Nonetheless, significant prior
research is also taken into consideration whete
they are based upon crucial theoretical

backgrounds.

Table 1. Literature Selection Criteria

Crite Inclusion Exclusion
rion

Subje | AL HRM, | Studies

ct employee unrelated to HR

area | engagement, or employee

performance and | outcomes

retention

Unverified

catio | articles, academic | websites  and

Publi | Peer-reviewed

n books and | opinion-based
type | credible reports | material

Relev | Direct Studies focused

ance | connection with | exclusively on
Al-enabled HR | technical Al

practices development

Publi | Primarily recent | Outdated

catio | research, sources with
n supported by | limited

perio | seminal literature | relevance
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Lang | English-language | Sources without
uage | publications sufficient
accessible
information
Evide | Conceptual, Unsupported
nce empirical or | claims and
systematic promotional
research content

3.4 Data Collection Procedure

A structured search and review of the relevant
secondary literature, in the form of data
collection, will be conducted. First, extensive
scans are carried out to locate key debates about
Al and HRM. It is then reduced to the three key
dependent  variables  namely:  employee
engagement, employee performance and
employee retention. Other searches explore
cross-cutting issues such as employee trust,
privacy, fairness, algorithmic bias, transparency
and human-AlI collaboration [10].

Once potentially relevant publications have been
identified, title and abstract are checked to
determine whether they are relevant. Sources,
which prove to be in a clear correlation with the
research objectives, are stored to be analyzed in
detail. Data are obtained in relation to the kind of
Al application under consideration, the HR
functionality  impacted, employee output
determined, distinguishing results and limitations
reported.

3.5 Analytical Framework

The discussions are structured and highlighted to
view Al-enhanced HR practices as the main
explanatory mechanism. Some of these practices
are Al-assisted hiring, workforce analytics,
customised learning, robotised communication,
analytics on performance and predictive
retention tools [11]. Three outcome dimensions
are discussed regarding their potential impact:
engagement, performance and retention.

Table 2. Analytical Framework

Al- Mechanism of | Employ
Augmente Influence ee
d HR Outcom
Practice e
Al Faster processing | Engage
recruitment | and personalised | ment
and employee
onboarding | integration
Al-powered | Personalised Perform
learning training and | ance
systems development
recommendations
Performanc | Continuous Perform
e analytics feedback and | ance
identification  of
performance
patterns
Employee Identification  of | Engage
sentiment employee ment
analytics concerns and
workplace
attitudes
Predictive Early identification | Retentio
turnover of employees at|n
analytics risk of leaving
HR Faster access to | Engage
chatbots HR information | ment
and virtual | and support and
assistants satisfacti
on
Personalise | Identification  of | Retentio
d career | development and | n
recommend | progression
ations opportunities

The evidence gathered is synthesised by means of
a thematic analysis. To start with, pertinent
findings are coded based on recurrent concepts.
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These codes are then combined into wider
themes in regards to engagement, performance,
retention and the challenges of Al
implementation. Specific interest is paid to the
comparison of results. In general, Al can become
more convenient and offer personalised benefits,
whereas algorithmic surveillance can bring issues
of surveillance and autonomy at the same time
[12]. This comparison assists in building a circuit
interpretation and does not assume that the
adoption of technology would cause all-positive

results.
3.6 Use of Python

The secondary data to be collected will be
organised and analysed using Python as a
supporting analytical tool. An organized table is
going to be drawn up that will incorporate the
details of the publication year, Al usage, HR
functionality, employee performance and key
conclusions. Data organisation, filtering data and
descriptive analysis Python libraries like Pandas
and simple data visualisation Matplotlib can be
used to visualise basic data visualisations of
publication trends and a visualisation of the
distribution of studies by engagement,
performance and retention [13].

Qualitative interpretation will not be substituted
by Python. Rather, it will enhance the clarity and
systematisation of the literature review as it will
enable the researcher to arrange and visualise the
evidence in a systematic manner. Concluding
interpretation will still be the critical analysis of
the literature and determination of common
themes.

3.7 Reliability, Validity and Ethical
Considerations

The reliability will also be ensured based on the
use of specific search terms, similar criteria on
including the information and the systematic
organisation of the information that is extracted.
The credibility of the findings will be enhanced
by using more scholarly sources as opposed to
individual studies. Continuous comparison of

evidence in various settings will also be

conducted in the research in order to determine

consistency in conclusions [14].

The role of ethics, in particular, is critical since
Al-driven HR systems are often associated with
the management information about employees
and making decisions automatically. The research
involves secondary materials and does not
involve a direct personal acquisition of
information about the subjects and, therefore,
threats associated with informed consent and
confidentiality are minimal. However, the study
will critically address the ethical concerns that
have been reported in the existing literature such
as privacy of employees, discrimination by
algorithms, transparency and possible fraud of

workforce information.

Opverall, such a methodology gives a systematic
and critical framework to understand how Al-
enhanced HR strategies could affect the
employee  engagement, performance and
retention and perceive the organisational and
ethical issues of heightened Al adoption.

IV. RESULTS AND ANALYSIS

The study investigated how Al boosted human
resource practices were related to three key
employee outcomes: employee engagement,
worker performance and worker retention. The
secondary data were sorted into the Al-enabled
HR practices found in the methodology and the
results were thematically analysed. The findings
point to Al as capable of improving HR
efficiency, personalisation and decision-making
but its effect on employees is highly dependent
on transparency, trust, fairness and the level of
human interaction.

4.1 AI-Augmented HR Practices

According to the reviewed literature, Al is being
adopted in various functions within HR. Among
the most noticeable applications, there are
recruitment automation, Al-based learning,
analysis of the level of employee sentiment,
predictive analytics and automated HR support.
These technologies enable organisations to
process bulk of workforce data and enable the
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HR professionals to have information that would
not have been easily produced using the
traditional processes [27].

Table 1. Major AI Applications in Human
Resource Management

AI Main HR | Expected Benefit
Applicat | Function

ion
Al Recruitme | Faster screening and
recruitm | nt and | improved candidate
ent selection | matching
systems
HR Employee | Immediate access to

chatbots | support HR information

Predictiv | Workforce | Identification of

e planning | workforce trends

analytics

Sentimen | Employee | Identification of

tanalysis | engageme | employee concerns
nt

Al Training | Personalised learning

learning | and
platform | developm
s ent

Performa | Performan | Continuous
nce ce monitoring and

analytics | manageme | feedback

technologically adept does not mean the
engagement of positive employee outcomes.
Implementation quality, communication and
organisational  culture contribute to  the
employees feeling Al as supportive or intrusive.

HR Information Systems (HRIS) High Risk

Compensation and Benefits High Risk

Training and Development High Risk

Employee Engagement and Retention High Risk

Succession Planning Moderate Risk

Workforce Planning and Recruitment High Risk
Workplace Health and Safety

Compliance and Legal Framework Moderate Risk

High Risk

Performance Management

Employee Relations Low Risk

Low Risk Moderate Risk High Risk

Figure 1: “Potential benefits and challenges
of artificial intelligence in human resource
management”

4.2 Impact on Employee Engagement

One of the key results of Al-enhanced HR
practices was employee engagement. The way Al
can enhance engagement is by offering quicker
access to information, personalised learning
opportunities and responsive HR services to
employees. Examples are Chatbots and other
virtual assistants, which are capable of
responding to general HR enquiries without
employees having to wait on HR to respond [28].
Likewise, the sentiment-analysis systems might
aid  organisations in  discovering  the
dissatisfaction and issues at work.

Table 2. AI and Employee Engagement

nt
Al- Positive effect on | Potential
Turnove | Retention | Early identification enabled engagement concern
t manageme | of retention risks practice
predictio | nt
n HR Faster HR support | Reduced
chatbots human
The findings indicate that the main value of Al is interaction
that it could process the information about the
workforce quickly and facilitate evidence-based
HR  decision-making.  Nevertheless, being
172
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Sentiment | Identification  of | Privacy

analysis employee concerns | concerns

Personalis | Greater Excessive

ed learning | development personalisati
opportunities on

Al Faster information | Information

communic | sharing overload

ation tools

Employee | Better Perceived

analytics understanding  of | surveillance
workforce needs

This analysis indicates that personalisation is a
significant Al-engagement connector. Training,
development recommendations and HR support
as applied to their personal needs make
employees feel valued. However, an over-
dependence on algorithms may do just the
opposite. Employees can get disengaged when
they develop a perception that key decisions
within the workplace are being reached without

an actual human thought.

AT's Role in HR Transformation

Natural 201

Zjko

Language({ ol
Processing

Machine é/ >

Learning

Predictive [] %@ Enhanced HR
AnalgticsOO Efficiency

©
Computer Visioré

Generative AQG

Figure 2: “Al in HR Explained”

Trust thus seems to be a significant moderating
factor. When employees can make informed
choices about the use of Al systems and are
satisfied that the information is used in a
responsible way, the latter is more likely to be
seen as an enabled technology. On the other

hand, opaque systems can lead to nuisance and
less interaction.

4.3 Impact on Employee Performance

The review also suggests that there is a high
correlation between Al-enabled HR practices and
employee  performance. The  Al-enabled
performance management can process the
performance data, detect trends and provide
ongoing feedback. The system that utilizes Al can
enable a more common monitoring and feedback
process compared to the traditional annual
performance reviews, enabling managers to
consider the development requirements earlier

[29].

Personalised training has the ability to enhance
performance with Al. Employee capabilities can
be analysed in learning platforms and particular
courses or learning materials can be suggested.
This enables the employees to center on areas
that development is mostly needed instead of

implementing same training programmes.

Table 3. AI Contributions to Employee

www.internationalsped.com

Performance

Performa Al Likely

nce contribution outcome
mechani

sm
Performa | Identifies More
nce performance informed
analytics | patterns management
Personalis | Recommends Improved
ed relevant skills
training learning
Continuo | Provides regular | Faster
us performance improvement
feedback | information
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Workforc | Identifies Better
e analytics | capability gaps | resoutce
allocation
Task Reduces More  time
automatio | repetitive for
n administrative | productive
work activities

The findings reveal that Al can be especially
helpful when it enhances and, not substitutes,
managerial judgement. Automated performance
measurements may give pertinent evidence, yet
contextual factors impact employee
performance: teamwork, creativity, leadership
and workplace relationships. These are factors
that might not necessarily be well reflected in
quantitative algorithms.
AMO Model
Task Technology Fi

‘. HR Practices Social Exchange
Theory Theory

'

H, Ability enhancing H;
practices X

| Motivation enhancing Y

i Anificial Intelligence {< ™ practices [T : Employee engagement |

L

" Opportunity enhancing
practices

Figure 3: “Integration of artificial intelligence in
HR practices for enhanced Employee

engagement’”

The other significant finding relates to the
perceptions of Al monitoring by the employees.
Constant performance monitoring can make
people more accountable, yet, it can form
pressure. When the employees are of the opinion
that all the actions are being controlled, the
technology may induce anxiety instead of
motivation. As such, organisations should draw
clear lines as to what information they gather and
how they utilise them.

4.4 Impact on Employee Retention

Employee  retention  represents  another

important area in which Al can provide strategic

value. Predictive analytics can be used to examine
the trends of workforce and pinpoint features
that correlate with employee turnover. As a
potential tool, HR managers can detect unhappy
or those about to quit employees and act before

they leave the company.

Table 4. AI and Employee Retention

Retention | Al capability | Potential
practice retention
benefit
Turnover | Identifies Early
prediction | potential interventio
departure risks | n
Career- Recommends Stronger
path development career
analysis opportunities commitme
nt
Employee | Detects Faster
sentiment | dissatisfaction response to
analysis concerns
Personalise | Matches benefits | Improved
d benefits | with employee | satisfaction
needs
Skills Identifies Greater
analysis internal career
opportunities mobility

The results show that Al can transform the
retention management to more proactive
management. With traditional HR practices, the
reaction to employee requests to leave can be
delayed, but predictive systems can meet red flags
at an earlier stage. This can enable organisations
to resolve workload issues, lack of career growth
or satisfaction.
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Employee Engagement Rates (2014-2024)

Global Engagement (Gallup Report) _A
~a— U.S. Engagement (Gallup Report) = o N
o~ e
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Figure 4: “Harnessing Al and LLMs to

Transform Employee Engagement and
Retention in HR”

Yet, ethical issues are also raised by predictive
retention systems. When an algorithm gets one
employee wrong and classifies them as someone
who is likely to leave, the managers will likely start
treating them differently without knowing it
themselves. Moreover, it can make employees
feel uncomfortable, when they find out that their
behaviour is being examined to conclude whether
they are going to resign. Predictive analytics must
therefore provide assistance to the management
decision-making processes and not automatically
dictate the employment decisions [30].

4.5 Overall Relationship Between Al and
Employee Outcomes

The intergrouped results indicate that Al has no

impact on engagement, performance and
retention as independent variables. The three
outcomes are instead interrelated. As an example,
one can consider the enhancement of employee
skills and performance by means of personalised
well as

learning, as the preservation of

engagement and diminution of turnover

intentions which can be achieved by

development opportunities simultaneously.

Table 5. Overall Effects of AI-Augmented

HR Practices
Outc Main Main risk | Overall
ome | positive assess
effect ment
Engag | Personalis | Surveillanc | Positive
ement | ed support | e and | when
and reduced human-
communic | human centred
ation contact
Perfor | Better Excessive | Generall
manc | feedback monitorin |y
e and g benefici
targeted al
developme
nt
Reten | Predictive | Algorithmi | Potential
tion interventio | ¢ bias and | ly
n and | privacy benefici
career concerns al
support
HR Faster Overdepe | Requires
decisi | evidence- ndence on | human
on- based algorithms | oversigh
makin | decisions t
g
Empl | Greater Loss  of | Depend
oyee | personalisa | autonomy |ent on
experi | tion impleme
ence ntation

The general discussion is that Al can be used to

revolutionize HRM to a significant degree, yet its
applicability is situational. When organisations
predominantly resort to the use of Al in
automation of the administrative processes, their
efficiency gains might not
in the

employees. Conversely, oreanisations that merge
ploy y, Oorg g

correspond  to

significant changes experiences of

Al with human judgment, open communication
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and involvement of the employees stand better

chances to realise sustainable advantages.

One of the most significant discoveries is the
steadiness of the human factor in HRM. To fully
comprehend the emotional, social and contextual
aspects of employees' expetiences, Al cannot do
that because it can process data, define patterns
and give suggestions, but it cannot fully grasp
them. Managers thus continue to play a key role
in the interpretation of Al-generated information

and relaying decisions to the employees.

The outcomes also emphasize the need to have
responsible Al  governance. Organisational
setting policies should be clear enough in terms
of data gathering, algorithms (decision making),
the privacy and access of employees of Al-
recommendations. The employees need to know
the reason why their information is gathered and
its use to aid HR decisions. Al systems also
require regular testing to determine possible

biases or unintended outcomes.
V. CONCLUSION

Artificial Intelligence (Al) is also rapidly changing
the management of human resources as
organisations are  shifting towards less
administrative, more data-driven, personalised
and proactive management methods. This paper
has explored the extent to which Al-enhanced
HR practices have revolutionized employee
engagement, performance and retention. As it
has been analysed, AI may have a great
organisational contribution as a tool, which
facilitates but does not substitute human
decision-making. The results show that Al can
enhance the engagement of the employees by
means of individualised communication,
accelerated HR services, sentiment analysis and
customised learning experiences. Performance
management using Al can also enhance the

performance of employees through continuous

Reference

feedback, capability gaps and assist personalised
development. In addition, predictive analytics
may also be used to enhance employee retention
by detecting potential turnover risk and helping
the HR managers to address the issue before it
leads to employee resignation. This is supported
by the broader literature on this topic and the
findings that Al augmentation and technology-
driven HR transformation are significant trends
within modern organisations [20,23,20].

Nevertheless, the research also indicates that
there are essential issues that are connected with
Al usage. Monitoring of employees, privacy
issues, biases via algorithms, a lack of human
touch and transparency may have a negative
effect on trust and engagement. Al-based
recommendations can also not be suitable in
cases where they do not take into account
personal situations and labor environment. This
means that organisations must not rely heavily on
automated systems and instead have some
human involvement that is significant to them.
The conclusion, on the whole, is that human-Al
cooperation is what Al can have the most
significant value in HRM instead of full
automation. The combination of the analytic and
predictive capabilities of Al and human empathy,
judgement and communication are expected to
be combined in organisations. Prospective Al
governance, accountable data administration,
employee input and routine assessment of
algorithms are thus critical in sustainable
movement. Finally, Al-enhanced HR practices
can significantly enhance employee engagement,
performance and retention, though adoption of
technology can not ensure such results. To make
sure that Al does not bring any harm to the
organisation efficiency, but also promotes a
positive and sustainable experience of an
employee, a balanced, ethical and people-centred
approach will have to be used.
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