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[bookmark: _Toc233358535]Introduction

Artificial Intelligence (AI) is increasingly integrated into Human Resource Management (HRM), influencing decisions related to recruitment, employee selection, performance evaluation, and workforce planning. Organisations are adopting AI-assisted decision-making systems to improve efficiency, consistency, and the use of data in HR processes. As AI becomes more prominent in organisational decision-making, understanding how employees respond to these technologies has become an important concern for business managers and researchers. This is particularly relevant in HRM where decisions can have a direct impact on employees’ careers and workplace experience (Qadri and Ahmed Moustafa, 2026).
Although AI-assisted systems have the potential to improve organisational efficiency and support more consistent decision making, concerns remain regarding whether employees trust these systems and perceive the decision they support as fair (Bankins et al., 2022). While previous studies have explored trust in AI and perceptions of fairness, understanding of how employees simultaneously perceive these issues within AI-assisted HR decision making remains limited (Lee, 2018). Consequently, further research is needed to explore employee perspectives in this area. 
This research is significant because employee trust and perceptions of fairness may influence the successful implementation of AI within organisations. Understanding these perceptions may help organisations adopt AI-assisted HR practices in a manner that promotes trust, fairness, and responsible decision-making. 
[bookmark: _Toc233358536]Research Aim
The aim of this research is to explore perceptions of trust and fairness in AI-assisted human resource decision-making within contemporary organisations.

[bookmark: _Toc233358537]Research Objectives
· To examine employee perceptions of trust and fairness in AI-assisted human resource decision making.
· To explore the factors that influence employee trust in AI-assisted human resource decisions.
· To investigate employee perceptions of fairness in AI-assisted human resource decision making.
· To identify the perceived opportunities and challenges associated with AI-assisted human resource decision making.
· To provide recommendations for organisations implementing AI-assisted human resource decision making systems.

[bookmark: _Toc233358538]Research Questions
· How do employees perceive trust in AI-assisted HR decision-making within contemporary organisations?
· How do employees perceive fairness in AI-assisted HR decision-making within contemporary organisations?
· What factors influence employee’s perceptions of trust and fairness in AI-assisted HR decision-making?
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[bookmark: _Toc233358540]Theoretical Basis of the Research
This study is underpinned by Organisational Trust Theory and Organisational Justice Theory as both relate to the research aim of exploring employee perceptions of trust and fairness in AI-assisted human resource decision making. Organisational Trust Theory suggests that trust is influenced by perceptions of ability, integrity and goodwill (Mayer, Davis and Schoorman, 1995). Although originally developed within interpersonal and organisational relationships, the theory provides a useful framework for understanding whether employees view AI-assisted HR systems as reliable and trustworthy.
However, trust alone cannot explain how employees evaluate the legitimacy of decisions that affect recruitment, promotion, or performance outcomes. Organisational Justice Theory therefore provides an additional theoretical lens. Colquitt (2001) argues that employee attitudes are shaped by perceptions of procedural and distributive fairness. This is particularly relevant within AI-assisted HR decision making where employees may question how decisions are made and whether outcomes are fair. Together, these theories provide a solid foundation for examining how employees interpret both trust and fairness when AI contributes to HR decisions.

[bookmark: _Toc233358541]Current Research on Trust and Fairness in AI-assisted HR Decision-Making
Recent research highlights trust as a key factor influencing employee responses to AI within organisations. Gkinko and Elbanna (2023) argue that trust develops through employee interaction with workplace AI, whereas Yu, Li and Fan (2023) suggest that transparency is fundamental to building confidence in AI systems. Similarly, Yuan et al. (2026) found that employees’ behavioural intentions are influenced by whether AI-assisted decisions are perceived as trustworthy when compared with decisions made by human experts. Collectively, these studies demonstrate the importance of trust in shaping employee acceptance of AI. However, they focus primarily on trust as an independent construct and provide limited consideration of how trust interacts with perceptions of fairness in AI-assisted HR decision-making.
Similarly, concerns regarding fairness have become increasingly prominent within the literature. Lee (2018) found that employee reactions to algorithmic decisions are strongly influenced by perceptions of fairness and transparency. This argument is supported by Bankins et al. (2022), who found that employees often judge AI-assisted HR decisions differently from human decisions, particularly when procedural justice is questioned. Likewise, Jabagi et al. (2024) suggests that employees may perceive algorithmic HR decisions as unfair when decision making processes lack transparency. Collectively, these studies indicate that trust and fairness are closely connected. However, they tend to examine these concepts separately rather than exploring how employees experience them simultaneously. 
Research focusing on AI within HRM further highlights ongoing challenges. Rigotti and Fosch-Villaronga (2024) argue that AI-assisted recruitment systems may reinforce existing biases despite claims of objectivity. Similarly, Qadri and Ahmed Moustafa (2026) identify fairness, accountability and governance as continuing concerns within AI-enabled HRM. These findings suggest that the effectiveness of AI-assisted HR decisions depends not only on technological capabilities but also on employee perceptions of legitimacy and fairness.

[bookmark: _Toc233358542]Research Gap
Existing literature demonstrates that trust and fairness are key factors influencing employee responses to AI-assisted decision making. However, studies have largely examined trust and fairness as separate constructs, resulting in a fragmented understanding of employee experiences. Furthermore, much of the research focuses on technological outcomes, ethical concerns or organisational benefits rather than employees’ subjective interpretations of AI-assisted HR decisions. Consequently, there remains limited qualitative research exploring how employees simultaneously perceive trust and fairness in AI-assisted HR decision-making. Addressing this gap may provide organisations with a deeper understanding of employee perspectives and support the responsible implementation of AI within HR practices.
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[bookmark: _Toc233358544]Research Philosophy
This study adopts an interpretivist philosophy. Interpretivism is appropriate because the research seeks to explore how employees perceive and make sense of trust and fairness in AI-assisted HR decision-making. Since perceptions of trust and fairness are subjective and shaped by individual experiences, understanding these viewpoints requires an approach that focuses on meaning and interpretation rather than objective measurement (Saunders, Lewis and Thornhill, 2023). The interpretivist philosophy therefore aligns closely with the aim of the study, which is to gain a deeper understanding of employees’ perspectives regarding AI-assisted HR decisions (Bryman and Bell, 2023).

[bookmark: _Toc233358545]Research Approach and Methodology 
An inductive research approach will be adopted. This approach is appropriate because the study seeks to explore employees’ experiences and perceptions of AI-assisted HR decision-making and allow themes to emerge from the data (Saunders, Lewis and Thornhill, 2023). Inductive research is particularly suitable where the aim is to develop understanding from participants’ accounts rather than impose predetermined explanations on their experiences (Creswell and Creswell, 2023).
A qualitative methodology will be employed as the research aims to gain detailed insight into how employees interpret trust and fairness in relation to AI-assisted HR decisions. Qualitative research is particularly suited to exploring experiences, perceptions and meanings, making it appropriate for addressing the research aim (Flick, 2023). Furthermore, qualitative research enables participants to describe their experiences in their own words, providing a richer understanding of how AI-assisted HR decisions are perceived within contemporary organisations (Creswell and Poth, 2024). 

[bookmark: _Toc233358546]Data Collection Method
Data will be collected through semi-structured interviews. This method is appropriate because it enables participants to discuss their experiences and perceptions of AI-assisted HR decision-making in depth while ensuring that key topics relevant to the research objectives are explored consistently across interviews (Bryman and Bell, 2023). As trust and fairness are complex concepts that may be understood differently by different individuals, semi-structured interviews provide the flexibility required to explore these differences and gain a deeper understanding of participants’ viewpoints. This depth of insight is essential for addressing the research aim and is consistent with the interpretivist and qualitative nature of the study (Flick, 2023; Creswell and Poth, 2024).

[bookmark: _Toc233358547]Population and Sampling
The target population will consist of employees who have experience of, or exposure to AI-assisted HR decision-making within their organisations. This may include individuals who have encountered AI-supported recruitment, employee selection, performance evaluation, or other HR-related processes. 
A purposive sampling strategy will be adopted. Purposive sampling involves selecting participants who can provide information that is directly relevant to the research topic (Flick, 2023). This approach is appropriate because the study seeks insight from individuals who have experience of AI-assisted HR decisions and are therefore able to provide meaningful perspectives on issues of trust and fairness. A sample of approximately 8-12 participants is considered appropriate for generating detailed qualitative data while remaining manageable within the scope of the study (Creswell and Poth, 2024). 
[bookmark: _Toc233358548]Data Analysis
The data will be analysed using thematic analysis. Braun and Clarke (2022) describe thematic analysis as a method for identifying, analysing and reporting patterns within qualitative data. This approach is particularly suitable because it enables recurring themes relating to trust, fairness and employee experiences of AI-assisted HR decision-making to be identified across participant accounts.
An inductive approach to thematic analysis will be adopted, allowing themes to emerge from the data rather than being predetermined by the researcher. This aligns with both the interpretivist philosophy and inductive research approach underpinning the study (Silverman, 2024). 

[bookmark: _Toc233358549]Ethical Considerations
The study will adhere to the University of Wales Trinity Saint David (UWTSD) Research Ethics and Integrity Code of Practice. Ethical approval will be obtained before data collection begins. Participants will receive an information sheet outlining the purpose of the study and will be required to provide informed consent prior to participation. 
Participation will be voluntary and participants will have the right to withdraw from the study at any stage without consequences. To ensure confidentiality, participants’ identities will be anonymised and all data will be securely stored in accordance with the university guidelines and relevant data protection requirements (Creswell and Creswell, 2023; UWTSD, 2025). 

[bookmark: _Toc233358550]Research Limitations
A limitation of this study is that the use of purposive sampling and a relatively small sample size may restrict the transferability of the findings to other organisational settings. However, the purpose of the research is to gain an in-depth understanding of employees’ perceptions rather than produce statistically representative findings (Saunders, Lewis and Thornhill, 2023). 
Additionally, participants’ views may be influenced by their personal experiences and organisational environments. Nevertheless, these subjective perspectives are central to the research aim and are consistent with the interpretivist philosophy adopted within the study. 



[bookmark: _Toc233358551]Project Plan and Timeline

A detailed project plan has been developed to ensure that the proposed research can be completed within a realistic and manageable timeframe (see Appendix A). The twelve-week schedule establishes clear milestones and deadlines that support the systematic progression of the study from initial topic development through to final submission. 
The project is structured around several key milestones. The first milestone is the completion of the literature review and the refinement of the research aim, objectives and research questions, which provide the foundation for the study. A second milestone involves finalising the research design, including the selection of the research philosophy, methodology, sampling strategy and interview schedule. These activities must be completed prior to the submission of the ethics application. 
Ethical approval represents a critical project checkpoint, as participant recruitment and data collection cannot commence until approval has been obtained. Subsequent milestones include the completion of semi-structured interviews, transcription of interview data and thematic analysis. These stages are essential for generating findings that directly address the research aim of exploring employee perceptions of trust and fairness in AI-assisted HR decision-making. 
The final phase of the project focuses on interpreting findings, producing the research report and undertaking a final review before submission. Establishing defined milestones and deadlines supports effective project management and helps ensure the successful completion of the research by the planned submission date of 26th June. 



[bookmark: _Toc233358552]Expected Contribution of the Research

This proposed study seeks to address the limited qualitative research exploring how employees simultaneously perceive trust and fairness in AI-assisted HR decision-making. By adopting an interpretivist approach and using semi-structured interviews, the research aims to generate deeper insight into employee’s experiences of AI within HR practices. The findings may contribute to the existing literature on AI-enabled HRM by providing a richer understanding of employee perspectives, while also offering practical implications for organisations seeking to implement AI-assisted HR systems in a manner that is perceived as both trustworthy and fair.
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