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[bookmark: _Toc196731118]Executive Summary

The research proposal examines the effects of Artificial Intelligence (AI) technology on Human Resources (HR) practices during the digital age for the UK automobile sector. Organisations experience rising global market challenges along with digital disruption that accelerates their adoption of AI technology in HR departments. The research investigates the critical effects of AI technology on standard HR operations alongside its influence on workplace leadership and the ethical matters facing the sector.
This research evaluates the implementation level and characteristics of Artificial Intelligence (AI) technology across human resources procedures, including recruitment, selection and performance evaluation, as well as talent growth. This study investigates what impact AI has on HR leadership functions, along with executive decision-making abilities and employee work culture norms within organisations. The research explores employee viewpoints about AI-driven HR strategies and documents the ethical problems as well as operational obstacles which come from AI adoption.
The research implements a multiple case study methodology based on qualitative methods for investigation of two to three UK automobile companies which excel in technological innovation. The research analysis employs semi-structured interviews among HR professionals, together with managers and employees, to gather meaningful contextual information. The research analysis uses thematic methods to understand findings backed by theoretical models, which include the Technology Acceptance Model (TAM) and socio-technical systems theory.
Essential research design aspects involve ethical elements such as participant consent procedures, together with data protection rules and committed confidentiality practices. The researcher faces three main challenges: limited contact with study participants and possible response distortions, and conclusions which only apply to specific industries.
This research seeks to enrich AI in HR knowledge for the academic world and generate practical guidelines toward effectively harmonising AI implementation with human-focused leadership. The study helps HR practitioners, together with senior leaders, to handle the ethical alongside strategic demands of AI to maintain a responsible digital workplace progress.
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[bookmark: _Toc196731119]Introduction and Rationale

Organisations transform the way they handle their people through the incorporation of Artificial Intelligence (AI) into Human Resources (HR) operations. Modern businesses face continuous pressure from the digital period which requires them to achieve operational excellence together with enhanced employee experience through technological innovation to remain competitive (George and Thomas, 2019).  AI functions as an influential transformative tool that transforms ordinary HR procedures, starting from recruitment through talent administration to performance measurement and evaluation.
The UK automobile sector requires immediate digital transformation at the current stage. Changes in customer requirements, worldwide market competition, electric vehicle transformation, and sustainable mobility developments affect this sector. The market response includes two major developments where companies invest in intelligent manufacturing systems and rethink their strategies for human capital management. Through AI, companies gain the power to make their operations more efficient while achieving more precise decision planning and developing flexible workforce systems. When used as an aid in HR operations, AI eliminates repetitive workloads while simultaneously supplying data-based information to help professionals concentrate on employee development and strategic planning (Saeed et al., 2025).
The organisational changes create several important challenges for HR leadership as well as the cultural dynamics within organisations. Holders of HR leadership positions now need to handle tasks that require relationship-building while demonstrating adaptability and ethical decision-making because machines perform an increasing number of analytics and administrative duties. Leaders in HR need to handle AI-output data interpretation alongside staff support, along with guaranteeing technology serves HR objectives without harming their element. Maintaining both efficiency and empathy stands out as a primary challenge for HR executives in automotive manufacturing because this sector has always operated within strong labour traditions since it began embracing innovation (Davenport et al., 2020).
Leaders need to handle HR digitalisation-related ethical problems with the necessary level of caution. Modern technology is creating critical problems because of its biased algorithms, its inability to protect employees' privacy, and its inability to maintain transparent operations (Sargiotis, 2024).  Workers usually express displeasure regarding AI systems that handle their performance evaluations, selection processes for promotions, and new staff (Park et al., 2021, May). The lack of oversight in governing AI implementation within HR results in decreased trust between employees and their workplace.
As AI adoption in HR continues to expand rapidly, researchers have not thoroughly studied its future effects on leadership, organisation design and workplace environment (Vrontis et al., 2023).  Research needs to go past surface-level AI implementation studies by evaluating the complete impact that these systems have on human workers and work procedures, alongside leadership conduct. An investigation of AI adoption in HR benefits from studying the UK automobile sector because of its major size, combined with its technological focus and importance to the national economy (Tschang and Almirall, 2021).
This study targets a comprehensive examination of both practical and ethical implications of HR AI integration through an assessment of leader changes and worker viewpoint changes. This study aims to create better knowledge about AI support for human potential while offering essential guidance to organisations regarding responsible workplace changes in the digital era (Morandini et al., 2023).
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Research Aim
This research aims to examine how Artificial Intelligence technology modifies Human Resource practices and leadership in the UK automobile industry during digital transformation.
The research investigates AI application integration into human resource procedures and their impact on management responsibilities and decision systems, and the emergence of AI-related ethical limits and organisational hurdles (Oosthuizen, 2019).  This investigation focuses on UK automotive organisations to deliver evidence which promotes proper AI management in HR applications.
Research Objectives
· To understand the present utilisation of AI technologies throughout HR operations in the UK automotive industry sector.
· To evaluate the impact of AI adoption on HR department leadership structures and managerial choices, as well as organisational operations (Hmoud, 2021).
· To assess how employees perceive and interact with human resource processes that use artificial intelligence.
· To investigate the moral issues, organisational obstacles, and strategic problems that arise from the HR system implementation of AI.
· To introduce methods which unite AI innovation with workforce sustainability and human-centred leadership.
Research Questions
· Which AI technologies do current human resources practices in the UK automobile industry utilise?
· AI technology affects how leaders of HR departments manage their responsibilities alongside their decision-making duties.
· Employees observe both advantages and disadvantages when Artificial Intelligence enters the Human Resources field.
· What important moral problems develop when management implements AI solutions to carry out HR tasks?
Organisations need strategies to achieve optimal AI system efficiency and protect employee-centred HR leadership values.
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1. The Evolution of AI in Human Resource Management
Artificial Intelligence (AI) functions today as the main force behind digital transformation in Human Resource Management (HRM) by creating automated methods for recruitment systems as well as employee onboarding, performance appraisal, and workplace engagement processes (El-Ghoul et al., 2024). AI systems analyse extensive candidate information through analytics and use video interview results and historical employee data to make talent assessment predictions (Qin et al., 2023). AI shows tremendous value in HR operations because it processes non-structured data efficiently, which delivers both speed and precision.
Technical AI capabilities have become apparent, yet organisations must thoroughly explore strategic concepts about AI for HR applications. The transition of HR from a basic operational unit towards an organisational strategic partner has occurred because AI requires professionals to extract data-based insights and design talent models while ensuring workforce plans support business targets (Jarrahi, 2018).

2. Leadership Transformation and Decision-Making
The adoption of artificial intelligence technologies shapes both human resource management practices as well as technical leadership abilities needed to lead workforce operations in technological environments. Current leadership demands that professionals bridge genuine emotional abilities with deep technological knowledge (Kessi et al., 2025).  Universal Artificial Intelligence provides critical information, yet human leaders must maintain accountability for interpretation, together with ethical implementation of discovered knowledge. The ability of AI to boost decision-making quality does not diminish the crucial role of leadership which ensures data transformation into action designed for human needs (Wang, 2021).
The leadership function needs evolution to provide oversight of systems which evaluate employees for hiring and productivity assessment. AI-related changes need leaders who will establish reliability with AI systems while sustaining transparency throughout and guaranteeing equal treatment, specifically for tasks requiring sensitive attention to performance evaluation or disciplinary procedures.

3. Applications of AI in Recruitment and Talent Management
Organisations widely research AI applications for recruitment purposes because this field stands out as one of its most transformative areas. Thousands of applications are scanned within minutes by AI algorithms, which eliminates manual work and possibly decreases human bias. Modern recruitment software, consisting of resume parsers along with automated scheduling systems and virtual interview bots, is widely adopted by large organisations (Ahmad et al., 2024, June).
The improper evaluation and training of AI tools with insufficient diverse datasets allow biases to either strengthen or duplicate existing ones (Daneshjou et al., 2021). When AI systems use past hiring information during training, they tend to show a preference for specific demographic groups, which reduces organisation-wide diversity goals. The benefits of AI-based recruitment systems exist alongside severe concerns that derive from their impact on transparency and fairness in recruitment processes.
Talent management benefits from AI deployment, which enables the prediction of employee performance and helps identify personal training needs, as well as adjusts learning experiences. HR managers can take preventative action toward both engaged staff and high-potential workers through a predictive analytics system (Natarajan et al., 2024).  The utilisation of these tools requires careful implementation to stop micromanagement and staff surveillance suspicions.

4. Employee Perception and Organisational Trust
AI adoption within HR attains success based on employee-related perceptions of the implemented technology. Methods that employees view as either unfair or invasive will break down workplace trust and lower their cooperation with the organisation. Transparency with honest approaches in implementation leads to increased employee belief in the organisational systems (Al Balushi, 2021).
Employees become more open to accepting AI if they grasp the decision-making processes and if there exists human supervision (Jarrahi, 2018). Using AI only as a recommendation source instead of an automated decision-making platform for performance assessments generates improved staff reception rates and lessens their stress.

5. Ethical and Legal Considerations
People voice strong ethical objections to AI systems used in HR administration. The main dangers arising from AI decision-making stem from algorithmic bias combinations with privacy issues, along with unexplained decisions and insufficient accountability (Kubanek and Szymoniak, 2024).
AI systems that generate termination recommendations using performance data create problems when the system does not explain its decision-making process, which makes it challenging to defend or dispute the recommendation.
Privacy problems develop when organisations implement AI systems that monitor emails as well as analyse interviewee’ facial expressions and record their keystroke actions. The implementation of such workplace monitoring practices creates concerns about ownership rights of the collected data, together with employee consent standards and acceptable workplace surveillance boundaries (Ball, 2021).
AI implementation in HR must follow data protection laws with a particular focus on the General Data Protection Regulation (GDPR), which governs UK operations (Addis and Kutar, 2020, March).  Organisations must guarantee that AI system data processing adheres to legal standards while remaining transparent about operations with reduced data boundaries.
6. AI in the UK Automobile Sector
The changing landscape of the UK automobile market includes rapid developments regarding electric vehicles and automation systems, which simultaneously transform consumer needs (Vazquez, Hallack, and Perez, 2018).  Automation is presently applied on a large scale to manufacturing operations, and there is a trend towards the implementation of AI systems to HR back-office functions for optimising operational efficiency and data management. 
The automotive companies Jaguar Land Rover, along with Nissan UK, test artificial intelligence applications throughout their manufacturing departments and their human resources systems. The study implements qualitative case studies through semi-structured interviews to analyse the influence of AI technology on Human Resources practices in UK automobile companies (Khawar et al., 2024) Through case study methodology, researchers gain deep knowledge about actual organisational settings since these designs help them analyse intricate connections among artificial intelligence systems and employee encounters and Human Resources leadership. Research focuses on two to three automobile companies that utilise AI-driven HR solutions to address the specific features of technology acceptance, as well as ethical matters and leadership advancement (Patil, 2024).  Semi-structured conversations with members of human resources management and team leaders, along with staff employees, will deliver comprehensive context-dependent findings through an adaptable approach that keeps the research focus intact. The chosen research method proves efficient for studying new phenomena, while traditional theory presents constraints because organisational environments directly impact such research (Nyathani, 2023).
The academic body of literature provides insufficient explanation about the effects of these technologies on automotive sector organisational leadership, alongside employee behaviours and cultural elements. Research lacks empirical evidence about how HR professionals in this field understand and react to ethical obstacles created by AI technology.

7. Theoretical Frameworks
The research bases its discussion on multiple suitable theoretical frameworks, which provide structure to fields of study.
The Technology Acceptance Model demonstrates user processes of embracing new technology for use. The investigation will shed light on how HR professionals rate the usefulness combined with the ease of operating AI systems (Khan, Khan, and Aslam, 2024).
Socio-Tech Systems Theory focuses on demonstrating the relationships which form between organisational users and technological systems (Leitão, Amaral, and Carvalho, 2024). The study helps identify the fundamental organisational modifications which result from AI in both HR operations as well as leadership responsibilities.
Enticing Conflict Models for Ethical Decision-Making provides solutions to assess how HR leadership handles fairness as well as privacy-related and transparency-focused dilemmas during AI implementation (Wang, 2021).

8. Research Needs
AI applications in human resource management have attracted growing attention, but most research either presents theoretical concepts or concentrates on major technology groups (Kim, Wang, and Boon, 2021).  Little research exists about the practical utilisation of AI within traditional business sectors, particularly automotive manufacturing. Such settings provide minimal evidence about how professionals in HR departments handle AI systems, their experiences with AI implementation, and employee reactions to these changes.
Academic research lacks evidence-based investigation to establish how AI efficiency interacts with ethical leadership. The research aims to fill this existing knowledge gap through an investigation of AI practice and ethical elements in human resource management within UK automotive organisations (Vrontis et al., 2023).
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1. Research Philosophy
The pragmatic research philosophy serves this study well because it allows the examination of the complex system involving AI integration in Human Resources. Under pragmatism, researchers understand that quantitative objective and qualitative subjective data provide essential knowledge based on their research objectives and study environment (Maarouf, 2019).  The selected research methods receive support from pragmatic philosophy because it emphasises best practices to address research questions. This investigation studies perceptions alongside experiences as well as implications because it avoids hypothesis testing and outcome predictions (Bergmann, 2023). Understanding how the UK automobile sector applies and reacts to AI technologies in human resource management takes priority over this research.

2. Research Approach and Strategy
The research adopts qualitative methods because such techniques suit exploratory investigations. The lack of empirical evidence surrounding this topic in both the field and the automotive sector makes qualitative research optimal for obtaining detailed information about how artificial intelligence impacts human resource practices, leadership dynamics, and ethical considerations (Basias and Pollalis, 2018).
The research study design utilises multiple case studies, aiming to assess UK automobile firms which use AI systems to develop their HR functions (Raut et al., 2020). The selected research approach uses case studies because these methods let researchers analyse intricate issues while studying genuine settings, thus permitting examination of AI-HR integration at both process and cultural levels.

3. Data Collection Methods
Acquiring data will primarily involve conducting semi-structured interviews as the main step. The method works well for collecting deep qualitative information through standardised or adapted interview techniques that offer flexibility during response examinations. Semi-structured interviews make the best use of personal experiences while exploring technological transformation and leadership by providing participants space to share their insights (Mazhar et al., (2021).
The researcher will interview professionals from the HR department alongside departmental leaders and mid-level staff from selected UK automobile enterprises. The research requires participants who either initiate or monitor AI-based operations in human resources management due to their best knowledge of these practices. The interviews will take between 45 to 60 minutes to complete, either by in-person meeting or video communication according to participant reachability and organisational requirements (Sukmawati, 2023).
The prepared interview guide contains pre-developed questions which explore the following main topics:
· The role of AI in current HR practices
· Organisations perceive multiple advantages and obstacles ahead when using Artificial Intelligence for their operations.
· Impact on leadership and decision-making
· Employee response and engagement
· Ethical considerations and data privacy
The planned questions will maintain flexibility throughout the interview to accommodate newly discovered topics.

4. Sampling Strategy
The study will implement purposive sampling as a non-probability technique, which naturally works well for qualitative research. The recruitment process will seek participants who demonstrate expert knowledge as well as practical experience with human resources applications of AI technology (Islam and Aldaihani, 2022). This research aims for theoretical saturation instead of statistical generalisation through the process of achieving no new insights from additional interviews.
The research aims to gather interviews from 12 to 15 participants who work in 2 to 3 automobile companies (Heide-Jørgensen et al., 2018).  This quantity of participants matches thematic saturation requirements in qualitative research and enables evaluation between different organisations.
Inclusion criteria for participants:
· The participants need to work either in the Human Resources department or management, or the digital transformation sector.
· The participant needs to work in a UK automobile manufacturing or services organisation.
· The interview candidates need to demonstrate manipulation of AI-based HR technology platforms or demonstrate a supervisory role in these platforms.
An effort will be undertaken to recruit members from different organisational levels, including HR executives and operational staff, to obtain diverse insights.

5. Data Analysis
The researcher will study the collected data through thematic analysis by following Braun and Clarke’s six-step process (Majumdar, 2022).
· Familiarisation with the data: The first step in understanding the data requires the transcriptions of interviews, along with transcript examination and recording of preliminary observations (Azevedo et al., 2017).
· Generating initial codes: Systematically conducting initial code generation requires researchers to observe interesting features throughout the entire dataset.
· Searching for themes: The researcher performs theme searching by grouping codes to form potential structures and obtains relevant data to back them up (Williams and Moser, 2019).
· Reviewing themes: An examination of themes takes place to check their effectiveness in coded data sets and the full research data.
· Defining and naming themes: The process involves theme definition alongside the assignment of appropriate names to achieve clarity on their impact on research goals (Vaismoradi et al., 2016).
· Producing the report: The research report production includes the connection of the analysis findings to the original study questions and the related literature.
NVivo software will operate as a research platform to assist with analysis tasks for coding and theme development. The analytic tool improves the data management system while delivering clear pathways for transparent and methodical analysis procedures.

6. Ethical Considerations
Deserving ethical attention throughout the research period will be the ethical issue. The university's ethics review board provides the ethical approval necessary for starting data collection activities (Ciuk and Latusek, 2018). 
The research adheres to these essential moral standards:
· Informed consent: The research participants need to receive an informative sheet about the study objectives, as well as data usage explanations and clarity on their rights and the right to leave the study anytime without any cost penalties.
· Anonymity and confidentiality: The study ensures both confidentiality and anonymity because personal identifying information will be removed from both transcripts and reports. Only the researcher will have access to data that is securely stored (HWANG, 2023).
· Data protection: The research team will protect all digital files through encryption methods which meet GDPR standards, together with university data management requirements (Ducato, 2020).
· Non-maleficence: The researcher will ensure participants do not face any adverse effects or distress from participating. Professionally handled approaches will be deployed for discussing sensitive material with proper discretion (Wa-Mbaleka, 2019).
The consent form, together with the data management plan, will be added to the appendix section of the final dissertation.

7. Reliability, Validity, and Trustworthiness
The established measures of trustworthiness prove better for qualitative research instead of traditional reliability and validity concepts (Stahl and King, 2020).
· Research credibility derives from two elements: first, researchers will invest sufficient time in their subject matter and second, they will incorporate multiple data sources and verify results with research subjects.
· The research uses complete, detailed case descriptions to enable readers to decide how well the findings work across different situations.
· Achievement of dependable results depends on documenting research processes fully to enable future researchers to replicate the methodology (Tracy, 2024). 
· The method follows two steps to demonstrate confirmability, which include maintaining awareness of the potential researcher bias and reflective journaling as evidence of bias assessment.

8. Justification of Methodology
There are multiple essential reasons underlying the selection of the qualitative case study methodology as the research choice. The research questions require exploration of human subjective experiences alongside ethical perspectives, so qualitative data collection provides optimal results instead of statistical information. The implementation of AI integration in HR practices for automobiles remains new, so pre-established theories and databases become inadequate (Basias and Pollalis, 2018). The case study method delivers a profound evaluation of individual organisational components and their factors that become essential to understand how organisations adapt to technology and change.
Alternative research methods, such as surveys and experimental designs, failed to meet requirements because they showed a restricted capacity to identify complex and detailed information. This study provides foundational knowledge that could direct quantitatively studies to implement and validate hypotheses stemming from the collected qualitative data.
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The chosen research design, consisting of qualitative case studies and semi-structured interviews supervised by thematic analysis, produces detailed findings that monitor AI effects on UK automobile Human Resource management. The chosen procedure matches the research objectives well; however, it is vital to analyse both its benefits and drawbacks while also presenting the data collection and analysis approach.

1. Advantages of the Chosen Methods
The research design follows qualitative case studies that are strengthened by conducting semi-structured interviews. The case study research design enables intensive examination of the effects of AI technologies on human resource methods and executive management within the automobile industry based in the UK (Aldulaimi et al., 2021).  In-depth interviews using a semi-structured approach will collect detailed information about what HR specialists and employees experience within their organisations to understand both their issues and ethical factors at play. The methods provide a thorough understanding of current operational practices, which closely match the study's objectives (Votto et al., 2021).  The methodology allows researchers to conduct flexible interviews that result in valuable findings that traditional formal or numerical measurement techniques would miss.
The research technique proves most useful for examining complex subjects, including leadership adjustments and ethical challenges, alongside employee responses to AI system operation, because quantitative measures fall short in such cases. Interview probing allows researchers to reach beneath surface responses, thus revealing unexpressed workplace views about organisational technology (Li, 2024). 
Multiple case research allows researchers to observe connections between various workplace settings by comparing results across different organisations. The wider view of AI implementation perceptions comes from the broad sectoral analysis, which enhances the research findings’ validity.


2. Limitations and Challenges
The methodology has several benefits, but users must understand its operational boundaries. The process of working with qualitative data through multiple case site analyses requires considerable time and dedication (Lim, 2024).  Obtaining access from HR professionals for interviews, along with finding appointment times, might face difficulties because of either time limitations or organisational privacy policies. 
Subjective elements pose issues in this research from both participant responses and from the researcher. Research subjects tend to give replies that show the society's preferences, while possible biases stem from the researcher's analysis of qualitative study information. Different measures, including participant validation together with transparent coding processes and the implementation of analysis software NVivo, will be applied to enhance the study's consistency and rigour (Allsop et al., 2022).
Two main limitations appear in findings drawn from case studies because they cannot easily be extended to other situations. The main objective of this research is to collect transferable knowledge instead of seeking statistical generalisation because it will assist in generating additional studies or practical applications.

3. Data Tools
The upcoming section demonstrates the collection and analysis solutions through the following tools (Ikegwu et al., 2022).
· Interview guide: To structure semi-structured interviews around key themes.
· Audio recorder: The audio recorder will capture information reliably after participants provide their permission for data recording.
· NVivo software: The NVivo software will help researchers code their data and discover themes when analysing it.
· Field notes and reflective journal: Researcher observations will be documented through combined field notes and reflective journal practices, which promote self-reflection during the research process (Roy and Uekusa, 2020).
The collection of tools alongside analysis methods will enable a proper investigation of the research topic with credibility, ethical conduct, and comprehensive scope.
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To successfully implement this study, researchers require detailed planning, which focuses mainly on time management and research tool selection and access procurement. The research demands limited yet important resources because it conducts multiple case organisation studies through semi-structured interviews and performs thematic analysis.

1. Time Requirements
The research timetable extends through an estimated 14 weeks to achieve planning and generate analysis outputs and research report completion. The research period will encompass a literature review and acquisition of ethical approval and participant selection and accessibility, followed by interviews with subject transcription work, then coding analysis leading to findings compilation (Hartmann and Briskorn, 2022).
Delaying access acquisition to businesses and scheduling meetings with occupied HR staff members might extend project timelines. Contingency timeframes built into the adaptable plan will help users deal with potential operational challenges.

2. Budget Considerations
The project does not require a significant financial investment, yet a few costs and expenses are anticipated.
	Resource
	Estimated Cost

	NVivo software (student license)
	Free through UWTSD

	Transcription services (manual or automated)
	£250–£300

	Travel (if face-to-face interviews are conducted)
	£100

	Miscellaneous (printing, communication, materials)
	£50



A budget amounting to £400–£450 has been decided for the research project which will fit under a self-funded academic research setting.
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Time management remains essential to accomplishing this research task because the sequential workflow and external participant participation would benefit from effective time management. This project has been planned for 14 weeks, which enables complete planning, execution, and analysis together with scheduled delay periods (Nicholas and Steyn, 2020). 
Below is a detailed timeline of key activities:

	Activity
	Start Week
	End Week
	Duration (Weeks)

	Finalisation of proposal, background reading, refining research questions
	1
	2
	2

	Submission and approval of ethical clearance; identification and contact with target organisations and participants
	3
	4
	2

	Development of interview guide; scheduling and preparing for interviews
	5
	6
	2

	Primary data collection through semi-structured interviews
	7
	9
	3

	Transcription and initial familiarisation with interview data
	10
	10
	1

	Thematic coding and analysis using NVivo
	11
	12
	2

	Interpretation of findings, formulation of discussion and conclusions
	13
	13
	1

	
	
	
	



The project implementation plan includes adequate time for each phase to follow logically from the proposal stage into analysis and writing, while creating buffer zones for addressing possible scheduling or accessibility problems. Ethical approval and the initiation of data collection constitute critical path tasks that need immediate completion to maintain subsequent phase schedules.
The project team will perform consistent assessments and adaptations to maintain proper development and keep to university requirements during the project duration.
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This study depends on ethical foundations as it uses qualitative methodology with human participants. This research observes all university-prescribed ethical guidelines together with the General Data Protection Regulation (GDPR) and other relevant UK data protection regulations.
An application for formal ethical authorisation to collect data will be directed at the research ethics committee of the university (Ciuk and Latusek, 2018).  Every participant will access an information summary that describes the research goals along with procedures and full details about non-mandatory participation and information handling and storage protocols. Every participant must give written consent to begin the interview process.
A protected environment for confidentiality, together with anonymity, will exist throughout the entire research period. The final report excludes any mention of participant names or identities (Eungoo and Hwang, 2023). The research utilises pseudonyms together with numerical identifiers as references within data files and transcripts. The research data storage system includes password-protected encrypted devices that maintain sole access for the researcher.
The study participants will maintain full freedom to discontinue their involvement at any time without need for explanation and with no resulting negative implications. The participants are given the guarantee that optional questions can be avoided when the interview time arrives.
A reflexive journal will serve as a record of the researcher’s decisions and challenges, together with their reflections to reduce personal biases throughout the project (Karcher, McCuaig, and King-Hill, 2024).  The notebook ensures complete transparency as well as critical insights during data interpretation processes.
Participants will experience no physical or psychological damage because the research design protects their well-being (Karunarathna et al., 2024). The interview procedure will be professional and non-intrusive concerning participants’ dignity (Karunarathna et al., 2024).  The research protects participant rights while maintaining data integrity as well as academic responsibility through its commitment to high ethical standards throughout the entire research period.
The proposed study establishes appropriate ethical standards for participant consent procedures alongside guaranteed confidentiality and secure data management that fulfils GDPR requirements and applicable institutional research ethics standards. This study acknowledges the limitations which stem from restricted participant availability and small sample sizes, in addition to subjective interpretations that come from doing qualitative analysis. The research design implements methodological techniques and ethical standards along with transparent practices to reduce these challenges.
The focus on UK automobile sector operations provides this investigation with unique insights into AI-altered HR leadership methods across a traditional industry branch that is undergoing technological changes. The research analyses operational advantages besides exploring security hazards and barriers, and ethical management effects. The study produces results which benefit both HR professionals together with senior leaders and policymakers by offering practical methods for using AI innovation alongside ethical human capital management strategies. In doing so, the study aims to facilitate a balanced and sustainable future for HR where artificial intelligence leverages, rather than replaces, the most important human elements of leadership, empathy, and trust.       
Word count: 4.971
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Project Implementation Plan

Start Week	
Finalisation of proposal, background reading, refining research questions	Submission and approval of ethical clearance; identification and contact with target organisations and participants	Development of interview guide; scheduling and preparing for interviews	Primary data collection through semi-structured interviews	Transcription and initial familiarisation with interview data	Thematic coding and analysis using NVivo	Interpretation of findings, formulation of discussion and conclusions	1	3	5	7	10	11	13	End Week	
Finalisation of proposal, background reading, refining research questions	Submission and approval of ethical clearance; identification and contact with target organisations and participants	Development of interview guide; scheduling and preparing for interviews	Primary data collection through semi-structured interviews	Transcription and initial familiarisation with interview data	Thematic coding and analysis using NVivo	Interpretation of findings, formulation of discussion and conclusions	2	4	6	9	10	12	13	Duration (Weeks)	
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