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Abstract
This study has tried to examine the impact of adopting AI in HRM. It has also examined the methods and obstacles that must be considered for ethical inclusion. The results of the research indicate that there is a positive correlation that exists between the application of AI within the organisation and increased efficiency of the HRM. Although the integration of AI can be beneficial, several problems are present with the integration of the same, which should be carefully considered. As a result, this study aims to provide recommendations to businesses with a reputation for handling technology and ethical concerns in HRM procedures.
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Chapter 1: Introduction
1.1 Chapter Overview
This chapter will introduce AI and its influence on human resource management (HRM). It will describe the primary aims and objectives of the study while also highlighting the research questions, which will act as a groundwork for investigating the expanding role of AI in HRM practices and its consequences for organisations and individuals.
1.2 Background of the Study
The origins of AI in human resource management may be linked back to the growth of digital technology, which resulted in the explosion of data. With the advent of job search engines, social media platforms, and cloud-based HR management systems, enormous data has become available on job candidates, workers, and workplace dynamics. The sites were overloaded with data, which made it increasingly difficult for HR departments to extract relevant insights and make well-informed decisions.
AI became a steady solution because of this data explosion. For this, numerous machine learning strategies, natural language processing, and data analytics have allowed HR experts to effectively filter through a tremendous amount of information and extract the necessary information (Singh, 2018). AI can recognise patterns, detect trends, and forecast outcomes, transforming how HR works (Charlwood and Guenole, 2022). Also, the demand for better efficiency and personalisation is one of the primary reasons for incorporating AI in HRM. The systems that are powered by Artificial intelligence have the potential to automate and accelerate laborious HR operations like resume screening, initial applicant evaluations, and employee training, which helps HR managers carry out their operations. AI also helps in personalisation, which allows HR managers to adjust growth programs, learning experiences, and employee engagement techniques according to individual needs.
1.3 Problem Statement
The purpose of the dissertation is to discover the consequences of adopting AI in HRM.
The major problem associated with the study at hand is how organisations can properly make use of AI to enhance HR activities while also taking into account the ethical considerations and the possible repercussions for the employees, which makes it an important topic in contemporary HRM practices.
1.4 Aims and Objectives
The study aims to explore the impact of AI on Human Resource Management.
The objectives of the study are:
· To assess the impact of AI on HRM
· To identify the barriers and challenges associated with AI adoption in HRM.
· To provide recommendations for responsible integration of AI in HRM.
1.5 Research Questions
The questions that will be investigated in the study include-
1. What can be the impact of AI on HRM?
2. What are the barriers and challenges that have been identified in association with the adoption of AI in HRM?
3. What strategies will help integrate AI in HRM responsibly?
1.6 Hypotheses
The Hypotheses of the Study are:
1. Implementation of AI can positively impact HRM practices.
2. AI can improve the accuracy and effectiveness of the organisation
1.7 Rationale
It is vital to carry out this study because AI can act as a disruptive force in HRM, which makes it essential to understand the consequences that may come along. Today, AI is changing how recruitment, performance management, employee engagement and learning and development occur, so organisations should be aware of the strategies they can use to quickly uptake AI. Also, this study can be highly beneficial in analysing the ethical issues and the possible biases that can be visible. By carrying out this study, HR professionals, policymakers, and organisations can get an insight into the impact of AI integration so that they can take advantage of the technique while limiting its drawbacks to ensure that their HRM processes are efficient in this digital era.
1.8 Methodology
This study will depend entirely on a qualitative methodology, wherein the data will be collected through a secondary method and validated epistemologically.
1.9 Scope of the Study
This study will revolve around understanding the impact of AI on different aspects of Human Resource Management with a specific focus on recruitment, employee engagement, performance management, and learning and development. It will consider the challenges that can be associated with the integration and provide recommendations for the mitigation of these barriers.
1.10 Limitations of the Research
Even though this study was comprehensive and has tried to provide valuable insights, some limitations still exist. One of its main shortcomings is the sample size that was taken into account to arrive at the study's conclusions. The limited sample size of 10 human resources professionals makes it challenging to apply the results widely. Also, biased results can result from using a survey to gather data, and its narrow application would make it difficult to include the range of opinions from all businesses that make up the business landscape. These issues have restricted the scope of the investigation and have not succeeded in capturing the evolving nature of AI adoption. This shows the need for additional research and discussion to fully understand the appropriate implications of using AI in HRM.
1.11 Chapter Summary
This chapter has acted as a groundwork for carrying out the study by providing the essential background reflecting the importance of AI integration into HRM. It has defined the aims and objectives that have been considered for carrying out the study and has also pointed out the questions for which the researchers will try to find the solutions and will observe whether or not their solutions align with the hypotheses that have been made.
Chapter 2: Literature Review
2.1 Chapter Overview
This chapter will review the current research and industry articles associated with integrating AI in HRM, which will act as a support and layout for the study. It will highlight the findings that have been carried out in different studies in different research articles, which will either support or defend against the results that the researcher obtains in this study. This chapter will provide a deeper insight into AI in general while also reviewing its impact, which has been observed in the HRM, so that the policymakers can make sure that they mitigate the mistakes that have already occurred for responsible integration.
2.2 AI and its characteristics
AI is a computer system that can perform tasks which ideally require human intelligence (Wang, 2019). It is noted in the article by Ilkou and Koutraki (2020) that it first came into existence in the 1950s and was made for symbolic reasoning. In the present era, AI can learn from the data using machine learning. This has helped in the advancement of image and speech recognition. It also helps in natural language processing and is excessively used in self-driving cars. Artificial Intelligence (AI) possesses some qualities that make it a natural fit for incorporation into Human Resource Management (HRM) procedures, and this has the potential to alter how HR departments work dramatically.
As stated by Petrika-Lindroos (2022), one of the most striking features of AI is its capacity to process and interpret massive volumes of HR-related data. On this note, Nawaz and Gomes (2019) assert that AI can quickly scan through resumes and job applications, and they can also provide information on performance metrics from employee feedback, which can help HR adjust their strategies. These data processing capabilities of the AI can help human resource professionals make better decisions and obtain better knowledge of their employees by identifying patterns in employee behaviour, performance, and engagement levels (Tewari and Pant, 2020). In contributing to the discourse, Vrontis et al., (2022) state that other significant characteristics of AI are automation and efficiency. A study by Coombs et al. (2020), states that AI systems can automate repeated operations, which would reduce the requirement for human interaction in routine procedures dramatically, thereby reducing labour expenses while increasing operating speed and accuracy by managing mundane jobs like data input, feedback from customers, and manufacturing chores.
In furtherance to the discourse, Gaur, Shukla, and Verma (2019) highlighted that Predictive analytics is an essential aspect of AI, which involves forecasting future events using past data and machine learning. AI can generate predictions by examining patterns and trends. This, in turn, helps organisations make decisions, even in HRM. Predictive analytics allows businesses to proactively address issues and opportunities, enhancing their strategic planning and resource allocation for more effective operations. Also, as Rieskamp et al., (2023) stated, AI also helps decrease bias in decision-making. This is because the systems are built to detect and correct biases in algorithms, which can contribute to creating more diverse settings that are free from prejudice and ensure that the organisation promotes justice and equity. In their study, Rodgers et al., (2023) highlighted that this feature is paramount for encouraging social responsibility and the ethical use of AI, which creates equitable chances and develops confidence in AI-powered systems.
Therefore, these AI features can be used by HR departments to improve efficiency, speed, and accuracy in their processes.
2.3	Importance	of	Implementation	of	AI	in	Human	Resources	and	Work Responsibilities
A study by Huang and Rust (2018) found that the business landscape is constantly evolving with the advent of technology, making using artificial intelligence in human resources and work responsibilities crucial. This technology has numerous benefits that can alter how HRs carry out their roles and responsibilities, improving the efficiency of managing work.
On that note, George and Thomas (2019) assert that AI has the potential to streamline the functions of HR. HR professionals play a significant role in hiring and onboarding employees while ensuring they are engaged. They also look after the performance management of the employees. Thus, Johnson, Stone and Lukaszewski (2020) assert that HR professionals can use AI to help reduce their administrative burden while carrying out this responsibility. They can do this by using chatbots, which can carry out their manual and monotonous tasks, providing the professionals with more time to focus on strategic work that will add value for the organisation. It can also assist the professionals in screening the resumes and setting up the interviews, making the recruitment process efficient. Depending on the preset criteria, this technological tool will select the best candidate from the lot. Also, the data that is provided to the AI can help HR professionals make strategic decisions (Rogers et al., 2023). This is because the algorithms present within the tool can analyse the data to understand the trends and preferences of the employees, which will help them develop strategies that will assist the firm in retaining its employees and ensuring that their workforce is productive. This data-driven strategy also helps HR professionals make more informed decisions regarding talent management, streamlining the workforce, and planning succession. It will also help identify biases and discrepancies within the HR processes, which will help create fair and inclusive policies within the organisation (Wilkins, 2021).
Malik et al. (2023) also highlighted that AI can help HRM improve employee experiences. This is possible because AI-powered technologies can customise learning and development opportunities, allowing employees to access the relevant training materials and the career development resources best suited to their requirements and career goals. Using chatbots and virtual assistant AI features can help employees attain real-time assistance wherein they receive answers to their queries and can explore their perks more easily. Thus, the use of AI can help the HRM and, ultimately, the organisation to improve the work satisfaction levels of the employees, which would reduce the strain on the HRM department. Schweyer (2018) stated in his article that AI can play a significant role in workforce analysis. AI can help identify possible concerns while also forecasting future trends just by analysing the data that has been present within the organisation regarding the performance of the employee, their levels of satisfaction, and their engagement. This helps the HR managers take proactive steps to address the problems identified in the process, create plans for employee retention, and ensure that the employees are ready to accept and adapt to the changes that can come with the changing trends.
2.4 Workforce Management Models and Theories
Analysing workforce management models and theories in light of the possible influence of artificial intelligence on HRM provides insight into the changing interaction between technology and HRM. Armstrong and Taylor's (2020) extensive study emphasised the significance of coordinating HR practises with overarching company objectives. The principles of commonly recognised strategic HRM models, such as Collins's (2021) expanded Resource-Based View (RBV) paradigm, are adhered to by this. The RBV paradigm emphasises using human capital to obtain a competitive edge. Businesses may be able to completely transform the way they use human resources by incorporating artificial intelligence (AI) into these models. The implication is that it might result in gains in the effectiveness of strategic decision-making, talent management, and resource allocation. The research conducted by Ren, Tang, and Jackson (2018) explores the topic of Green Human Resource Management (GHRM), a rapidly emerging area of study related to the progress of environmental sustainability. Artificial intelligence (AI) can potentially improve the effectiveness of environmentally friendly HR practices, lower carbon emissions, and maximise resource utilisation in green human resource management (GHRM). According to Taboada et al., (2023), using artificial intelligence (AI) in analytics to improve the discovery and execution of sustainable projects is one way to uphold the ideals of green human resource management (GHRM). Hence, Hewett et al., (2018) provide incisive evaluations of attribution theories within the Human Resource Management (HRM) framework by emphasising the relationship between employee behaviour and performance outcomes. This relates to how artificial intelligence (AI) could impact how effectively worker contributions are evaluated and recognised. Systems for performance reviews driven by AI can provide unbiased, fact-based evaluations, increasing employee engagement and productivity.
Anwar and Abdullah (2021) also highlight the significance of human resource management (HRM) practises in an organisation's overall success. Artificial intelligence (AI) can increase the effectiveness and efficiency of recruiting, training, and personnel management processes, enhancing an organisation's overall performance. The integration of AI into HRM practices might help accomplish this. Peccei and Van De Voorde (2019) have pointed out that it is imperative to confront the moral dilemmas surrounding AI-driven decision-making and its potential effects on employees' welfare. The significance of employee welfare should be emphasised while using AI to achieve a balance between boosting output and addressing moral dilemmas. The body of research indicates that combining artificial intelligence (AI) with human resource management (HRM) has the potential to change accepted practices significantly. Using this tactic, operational procedures may be enhanced, productivity may rise, and insightful data may be obtained to support informed strategic decision-making. But it's important to acknowledge the difficulties brought on by ethical conundrums, worries about data security, and possible effects on employee well-being and job security (Amrutha and Geetha, 2020). To fully capitalise on the potential benefits of artificial intelligence (AI) and prioritise ethical concerns and human-centred frameworks simultaneously, businesses are advised to use a complete strategy when incorporating AI into HRM. Human resource management (HRM) models and theories need to include artificial intelligence (AI) while carefully balancing the use of human-centred strategies with the development of technology. Collaboration between different elements can drastically transform the workforce management industry, significantly influencing employee working conditions and the overall efficacy of enterprises.
2.5 Barriers and Challenges of AI Adoption and Future Insights
Even though AI can help businesses grow and operate efficiently, its adoption still needs to be improved. These barriers impede the implementation of the tool and can shape the future of this technology.
The article by Aldoseri, Al-Khalifa and Hamouda (2023), states that the adoption of AI can lead to challenges that are associated with data quality and bias. This is because AI tends to rely entirely on the data that is provided to it, and when the data that is used to train the models of AI is of poor quality or when it contains bias, then there is a high chance that the results it produces is erroneous, unfair and bias. Therefore, it becomes essential for firms to emphasise the quality of data, its collection, and labelling so that they can come up with strategies that will detect and correct the biases that are present within the AI systems. This will help in building trust and accountability in the decision-making process.
Sison et al., (2023) highlighted yet another challenge associated with incorporating AI in business. According to the article, one of the significant barriers to adopting AI in business is the issue of privacy and ethics. AI often interacts with sensitive personal data, which can raise concerns about the user's consent, data privacy, and the responsible use of AI. Therefore, to incorporate AI into businesses, organisations will have to ensure that they strictly adhere to the complicated rules associated with data protection, prioritise ethical considerations, and develop transparent practices. This will ensure that AI follows appropriate strategies that protect the rights of individuals and follow the norms set to stay ethical and responsible.
2.6 Chapter Summary
Therefore, this chapter has provided a comprehensive evaluation of the function of AI in the context of HRM and its work responsibilities. It has discussed the concept of AI and its characteristics, the importance of using this tool within the organisation, and how it can correlate with the models and theories of the workforce. It has also shown the challenges and barriers associated with its implementation within any organisation so that HR professionals can develop strategies to ethically and responsibly incorporate this tool to improve efficiency in this ever-changing business environment.
Chapter 3: Methodology
Chapter Overview
This chapter highlights the research methodology used to carry out the study. It has formed the basis of the study by defining what really research is and identifying different types of research methodologies. It was essential to select an appropriate strategy for research as it was one of the sources that would help the researchers understand the basis of the study.
Epistemology
For successfully carrying out research, it is vital that the researcher addresses different aspects of the research process (Baimyrzaeva, 2018). It includes epistemology, theoretical perspective, research methodology and other methods. Consideration of Epistemology is important because it articulates the nature of knowledge and the belief that revolves around the study. It considers ideas about knowledge and how it is acquired (Al-Ababneh, 2020). It also highlights that expertise tends to differ amongst different individuals because of the differences in their opinions and beliefs, which can be updated (Marks et al., 2019). The researchers that follow epistemology evaluate different sources of knowledge and try to discover the truth, scepticism and dependability of these sources. This philosophy helps the researchers to come to a justifiable conclusion.
Definition of Research
Carrying out research can be defined as a systematic process wherein the researcher investigates a topic to expand their knowledge and try to solve the questions they have identified in the process (Gray, 2021). After the researcher decides how they intend to conduct the research, they collect and analyse the data (Tracy, 2019). This helps them interpret the contents of the data, allowing them to understand the subject better. This also helps them validate the existing theories about the topic at hand so they can come up with solutions.
Different Methodologies
Research methodologies used to carry out a study are ideally of two types: qualitative and quantitative.
Qualitative Research
The qualitative research methodology is a subjective approach ideally used in conditions where the researcher wants to understand the nuances related to human experiences, behaviours, and other social phenomena (L. Haven and Van Grootel, 2019). It generally makes use of small and non-representative sample sizes. Numerous techniques are associated with qualitative research methodologies, and some of them are interviews, observations, and content analysis (Mohajan, 2018). Interviews are a process of data collection wherein the interviewer asks the interviewee some questions so that insights about their opinions, beliefs, and perceptions. On the other hand, observation is a process where the researcher observes a group of individuals in their natural setting to know about their behaviour. These data are then analysed to determine if any themes and patterns are present within the data. This methodology is used when the researcher requires rich and descriptive data to solve complicated and context-dependent problems (Borgstede and Scholz, 2021).
Quantitative Research
This type of methodology focuses on numerical data which can be statistically analysed (Ahmad et al., 2019). It is an objective strategy wherein the data is collected from many representative samples by using strategies like experiments, surveys, and data analysis using the previously collected data. These data are then statistically analysed to find patterns and generate results. Quantitative Research makes sure that the results are impartial and reproducible.
Strengths and Weaknesses of Different Methodologies
Strengths
Qualitative research methodology is ideally used to understand the events that affect the social phenomenon. It also helps analyse the complexity associated with each phenomenon (Mackieson, Shlonsky and Connolly, 2019).
Quantitative research methodology, on the other hand, is ideally used because of its objectivity and generalisability (Rahman, 2020). This is possible because this strategy uses numerical data that can be efficiently used for statistical analysis.
Weaknesses
Even though, both of these strategies have their strengths, each methodology also has its own weaknesses.
For instance, since qualitative research methodology is a subjective method, it can often create a bias wherein the researcher would collect data that would suit their requirements (Mackieson, Shlonsky and Connolly, 2019).
Similarly, when considering quantitative research methodology, the researchers make use of numerical factors that can oversimplify a complex situation and not consider the nuances that are associated with human experiences and beliefs (Rahman, 2020).
Methodology Chosen
This study used quantitative research methodology wherein statistical data was collected for analysis.
Justification of Methodology Chosen
The study used quantitative research methodology, which provided the researcher with systematic and numerical insights about the adoption and perceptions of the individuals in HRM about integrating AI. This is because the collected numerical data made it easier for the researchers to quantify the trends, patterns and correlations about the use of AI in HRM. This strategy facilitated a large-scale inquiry, which provided a thorough picture of the existence and consequences of AI, which aligned with the expanding and dynamic character of the subject. Organisations that were looking for the changing terrain of artificial intelligence in HRM could have used evidence-based decisions by using the statistical analysis of the results, which has provided insightful information about the scope and impact of changes in HRM practices. This method has contributed to a greater comprehension of the quantitative aspects of AI's function in HRM by ensuring an organised and objective investigation of the subject.
Data Collection Methodology
The data that was collected for this study used a survey approach. For this study, a well-formulated survey questionnaire was provided to ten HR professionals and employees from different firms, which included questions associated with hiring, onboarding, performance management, learning and development and well-being of the employee in association with AI in HRM. This structured collection of numerical data allowed the researcher to use statistical analysis to find patterns and correlations (Sileyew, 2019). Using a thorough and uniform approach for gathering respondents' viewpoints and experiences, this method provided insightful quantitative data that shed light on the status and implications of AI in the HRM sector.
Data Analysis
The study has made use of percentage analysis. Percentage analysis is a quantitative interpretation of survey data (Pandey and Pandey, 2021). This strategy helps identify the trends and patterns in the data by calculating percentages, which, in turn, helps determine the prevalence and distribution of replies. For instance, percentage analysis helped show the percentage of businesses that use AI for HRM tasks, the frequency of favourable or unfavourable employee impressions, and the relative importance of different AI applications. This method helped the researcher improve the granularity of the findings and carried out a more in-depth investigation of AI's effects on HRM. Percentage analysis also makes cross-comparisons easier, which helped the researcher find important differences between various organisational or demographic features. The employment of percentages ensured that a clear and understandable depiction of numerical data facilitated an exhaustive and perceptive analysis of the survey outcomes.
Ethical Consideration
When the researcher analyses qualitative secondary data, they have to make sure that they consider ethical issues, which include protecting the privacy and identity of the participants, obtaining the necessary authorisations for data usage, and following the ethical guidelines that have been highlighted by the source of the data (Hutchings et al. 2021). Scholars must evaluate any biases and constraints in the initial data gathering and be transparent about their findings to avoid deception (Hutchings et al. 2021). The researchers also need to ensure that the participants know that their participation is voluntary and that they can walk out of the study whenever they feel feasible.
Chapter Conclusion
Thus, this chapter has thoroughly highlighted the methodology that was used to carry out this particular study so that the researchers could come up with a foundation for the following chapters of the research and put forward the findings and the results that they obtained from carrying out the study by making use of the particular methodology that has been mentioned in the chapter.
Chapter 4: Data Analysis and Discussion
4.1 Chapter Overview
This chapter will try to provide an analysis of the quantitative data that was obtained from the survey. It will highlight the findings of the survey on the impact of AI on HRM, and the obstacles to adoption and will even provide pointers so that the researchers can provide suggestions for the improvement of adoption. This chapter will highlight the trends and patterns that were present in the data to provide a generalised result by using statistical tools to provide the complex dynamics of integration of AI in HRM.
4.2 Findings
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From the findings of the data, 30% of individuals belonged to the age groups of 18-25 and 26-40, each, and 20% of individuals belonged to the age groups of 41-55 and 55 and above. This shows that a wide age range of individuals have participated in the survey which shows that the perspective that is obtained from this survey is diverse and will be comprehensive. Similarly, the response was collected from both men (30%) and women (70%), which, in turn, enhances the comprehensiveness of the study and will also make sure that the results are not gender biased.
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The responses have been conducted from all the individuals irrespective of their experience of the industry. 50% of individuals have had the experiences of 5 years or more which shows that they have seen the transition from traditional HRM approaches to AI-based approaches and will be better at answering the questions associated with efficiency. Approximately 30% of individuals had an experience of 3-5 years and approximately 20% of individuals had of experience range of 1-2 years.
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The findings of the survey revealed that 60% of the organisations had fully adopted AI in their HRM function, and 20% each lay in the partial adoption stage and early adoption stage. This shows that there is a rise in the adoption of AI in organisations along with the increasing use of technology.
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The findings of the survey reveal that 50% of individuals believed that AI has significantly improved the efficiency of the work they perform within the organisation. Approximately 20% of each believe that AI has moderately and minorly improved the efficiency of the work that HR performs. This shows that the adoption of AI can improve the effectiveness of the work that HR professionals perform.
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The results show that approximately 70% of the individuals believe that the use of AI in their work tends to have a positive impact on the work experience whereas 30% of individuals had mixed experiences that included both positive and negative impacts. On deeper scrutiny, it can be assumed that AI adoption has more positive impacts than negative impacts.
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The results of the survey highlighted that there are numerous causes that can significantly impact the adoption of AI within the organisation, and the most common cause, according to them, was the resistance from the employees. 100% of individuals believed that the major barrier to the adoption of AI is the resistance from the employees. Other reasons include lack of budget (40%), lack of technical expertise (50%) and ethical issues (60%).
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The employees who work within organisations have some concerns associated with the adoption of AI for HRM work. These concerns include job security (which is the most major concern 80%), lack of trust in AI (70%), privacy concerns (60%) and lack of understanding of AI (30%).
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In their response, the HR professionals mentioned that for the improvement of the adoption of AI within the organisation, the firms can concentrate on an AI training program, which will be the most obvious choice (90%), provide the employees with AI skill development opportunities (70%) and integrate AI training during onboarding procedure (60%).
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The findings of the survey reveal that 80% of the respondents believe that continuous monitoring can significantly impact the integration of AI within the HRM functions of the organisations.
Also, 20% of the individuals were not sure how continuous monitoring impacts AI integration.
4.3 Discussion
From the findings, it can be said that collecting data from a varied age range and from both genders was a vice choice. This is because data collected from individuals of different age ranges provides the researchers with insights from individuals who belong to different generations. This means, that the knowledge will be imparted from the individuals who have seen the efficacy of the traditional HRM procedures and have now integrated AI for the same. These individuals, irrespective of gender, which has also been considered for the study, will be able to differentiate and compare the effectiveness of the older HRM methods with the newer methods. These individuals would have had a wide range of experience which will increase the validity and credibility of the findings and make the result more comprehensive.
The study has shown that there is an increase in the adoption of AI for HRM functions within the organisation. With the onset of technology, the use of AI has been growing wherein all the organisations are making use of AI and data analytics so that they can get insights into the trends and preferences of the employees, which will help the HRM professionals to appeal to attract and retain the top-notch employees (Baldegger, Caon and Sadiku, 2020). This will also help them in scheming rewards for the employees so that they can drive motivation among them. The findings revealed that most employees believe that AI is capable enough to enhance the effectiveness of their work. This is mainly because, using AI, HR professionals can automate their repeating manual work, which will reduce errors and free up their crucial time so that they can put more effort into more important tasks (Johnson, Stone and Lukaszewski, 2020). Also, AI uses previous data for making decisions, which means that it directly relies on the numbers that the employees produce and will not be biased while deciding which has improved the experiences of the HR employees within the organisation (Jarrahi, 2018). Even after being so effective, AI poses ethical risks and privacy to the employees, who are concerned about their position within the organisation (Budhwar et al. 2022). They believe that AI will take away their jobs, and thus, they face difficulty trusting the use of AI and the resistance to change. This is one of the significant barriers to adopting AI within the organisation. Thus, if any organisation is looking forward to adopting AI, then it would have to conduct AI training sessions for its employees and continuously monitor the effectiveness of this strategy to see a change.
4.4 Chapter Summary
Thus, this chapter has thoroughly investigated the survey results to understand the complex effect of AI on HRM. This chapter has provided a detailed overview of the integration of AI in HRM while highlighting the barriers to adoption and providing recommendations to establish a foundation for well-informed decision-making.
Chapter 5: Conclusion and Recommendation
5.1 Chapter Overview
This is the dissertation's final chapter, wherein the most important ideas and conclusions from the research on the topic of AI in HRM are summarised. By examining the employees' opinions and the organisation's perspective, this chapter will help provide an understanding of the different challenges and opportunities associated with the subject at hand. Thus, this chapter will give an overview of the complex findings of each research question, which will highlight the potential of AI in Human Resource Practices while also identifying the ongoing challenges that need immediate attention. It will also present the current study's limitations, providing recommendations for improvement.
5.2 Conclusion of each Research Issue
Impact of AI on HRM
The study's findings have highlighted that adopting AI positively correlates with the increased efficiency of HRM. AI is known to facilitate automation, which, in turn, reduces errors and allows HR professionals to work on more essential duties. The study's findings have also demonstrated that AI can improve employee engagement, help in making data-driven decisions and provide personalised training.
Barriers and Challenges in the Adoption of AI
The adoption of AI faces a lot of challenges within the organisation. One of the significant challenges that HR managers face is employee resistance, which was highlighted in the survey by all the participants. Apart from this, the other challenges for the adoption were budget constraints, lack of technical expertise, and ethical issues.
Strategies for integration
To solve the issues identified for adopting AI in HRM practices, firms should consider providing extensive AI training programs and skill development programs so that HR professionals can easily use AI to improve their processes. It was also observed that continuous monitoring will help in the same. These strategies support the ethical use of AI within the organisation, which will cultivate acceptance among the employees and enhance the efficiency of the HR functions.
5.3 Conclusion on Research Problems
This study has highlighted that there is a positive impact of the adoption of AI in HR management as it improves the efficiency of the organisation as a whole by improving the hiring, onboarding and training sessions by providing unbiased data to the professionals so that they can hire the best employees from a lot of numerous average applicants. Although it has been identified that the employees are concerned about the ethical issues regarding privacy and security in the adoption of AI, the firms can maintain a balance between technological advancement and ethical considerations and use AI as an add-on instead of replacing human functions entirely.
5.4 Summary of Research Findings and Outcomes
The findings of the study have shown that AI tend to impact HR functions positively, which in turn, means that the organisation’s efficiency increases when they make use of AI. However, the resistance from the employees is one of the major obstacles that is observed, which shows that there is a necessity to make use of targeted interventions. The study has also stated that AI can change how HRM functions because it has helped the firm make data-driven decisions and improved employee engagement. These results have shown that it is crucial to address the barriers that are present with AI integration in modern HRM processes.
5.5 Original Contribution of the Research
This study has tried to provide a comprehensive overview of the complex and diverse perspectives that prevail among employees on the impact of AI incorporation in HRM. It has attempted to provide a complete picture by analysing employee attitudes, organisational trends and perceptions of diverse demography who have acted as respondents in the study. It has helped provide additional knowledge to the ongoing discussions that revolve around the integration of AI in ethical aspects through the conduction of unique analyses. These findings will help provide recommendations for HR professionals and company executives. This will enhance the previous research and provide a unique perspective on the difficulties and opportunities of using AI for HR functions. This study will improve the understanding of how AI impacts HRM, providing direction for future studies and helping make strategic decisions necessary for modern organisations.
5.7 Recommendations
Concentrating on getting to the bottom of employee resistance is essential. To address this, organisations should use a comprehensive AI training program to educate employees on how to use AI to replace manual labour-intensive jobs regularly. The implementation of this strategy will provide employees with the opportunity to improve their skill sets and use artificial intelligence in HR functions. Companies can also invest in technology and ensure their employees have more technical skills while addressing the ethical concerns associated with adopting the same. Firms should communicate openly and transparently to foster trust among employees and increase job security.
5.8 Reflection
To understand the efficiency of learning, one must reflect upon the experience that one has gained while carrying out a specific task. For reflection, I will use Gibb’s Reflective Cycle, which consists of six stages to define my learning. These six stages are description, feelings, evaluation, analysis, conclusion, and action plan.
Description
In this study, I was determined to identify the impacts that the adoption of AI had on the HRM functions of the organisation. The topic was vast, which was overwhelming. To begin with this study, I had to develop specific research objectives and questions I wanted to work on.
Feelings
At the very beginning of the study, I was both excited and afraid to carry out this study to completion. This was because a lot of data was present on the internet, making me believe that I might skip one aspect or the other. During the study, I also ensured that I remained open to suggestions and perceptions of other individuals so that my results were not biased.
Evaluation
When I was engrossed in this project, I came across numerous pieces of information from different literature that challenged my assumptions and which, in turn, helped me refine my resources.
Analysis
I believe this study was a period of continuous learning for me because the study helped me understand the deeper aspects of integrating AI in HRM. It also helped me understand the impact it has on the employee perspectives and the dynamics of the organisation.
Conclusion
Reflecting on the journey, I think I have improved academically. I have also seen personal growth, as I can say that I am more able to carry out research efficiently.
Action Plan
Suppose I am provided with a similar instance, in the future. In that case, I will invest more time in researching articles that are associated with the topic as it would help me familiarisation with the previous studies and ideas which will help me in the formulation of a more novel research question that would address the current problem.
5.9 Chapter Summary
This chapter tried to answer the research questions and problems from the data found in the findings and analysis chapter which helps provide a thorough conclusion on the use of AI in HRM. It highlighted the issues related to the integration of AI in HRM and its impacts. It has also provided strategies businesses could use to strengthen integration while solving ethical dilemmas.
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1. Age
· 18-25 ●	26-40
· 41-55
· 56 and above
2. Gender
· Male
· Female
· Prefer not to say
3. Years of Experience
· 1-2 years
· 3-5 years
· More than 5 years
4. Has your Organisation adopted AI?
· Not adopted
· At an early stage of Adoption
· Partially adopted
· Fully Adopted
5. Has AI adoption improved the efficiency of the work?
· Significant Improvement
· Moderate Improvement
· Minor Improvement
· No changes
· Decline in Improvement
6. How has the adoption of AI impacted your experience?
· Positive Impact
· Mixed Impact
· Negative Impact
· Neutral Impact
7. What, according to you, is the barrier to adopting AI within an organisation?
· Lack of Budget
· Lack of Technical Expertise
· Resistance from the Employees
· Ethical Issues
8. What concerns do you have as an employee regarding AI adoption?
· Lack of Trust in AI
· Job Security Concerns
· Privacy Concerns
· Lack of Understanding of AI
9. What are the training programs that can be incorporated to improve the adoption of AI?
· AI training programs
· Integration of AI training in the onboarding procedure
· AI skill development
10. Do you think continuous monitoring can impact the integration of AI within the organisation?
· Yes, significantly
· Not sure
· No, it will have no effect
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· They will be informed about how the data will be used.
· The participants will be informed about their rights to withdraw from the study
For this the participants will be provided with a consent form, participant information sheet as well as verbal consent.
The data that will be obtained will be stored in the computer following the GDPR legislations.
(this box should expand as you type)

	3
	Confidentiality / Anonymity
Set out how anonymity of participants and confidentiality will be ensured in any outputs. If anonymity is not being offered, explain why this is the case.

	
	Pseudonyms are used will be used for anonymisation. Also, not everyone will get access to the information that the researcher has collected. The data will also be encrypted and even will be deleted after the project is completed.
(this box should expand as you type)


SECTION J: Data Protection and Storage

	
	Does the research activity involve personal data (as defined by the General Data Protection Regulation 2016 “GDPR” and the Data Protection Act 2018 “DPA”)?
	YES
	NO

	1
	“Personal data” means any information relating to an identified or identifiable natural person (‘data subject’). An identifiable natural person is one who can be identified, directly or indirectly, in particular by reference to an identifier such as a name, an identification number, location data, an online identifier or to one or more factors specific to the physical, physiological, genetic, mental, economic, cultural or social identity of that natural person. Any video or audio recordings of participants is considered to be personal data.
	☐
	☑

	
	If YES, provide a description of the data and explain why this data needs to be collected:

	2
	(this box should expand as you type)

	
	Does it involve special category data (as defined by the GDPR)?
	YES
	NO

	3
	“Special category data” means sensitive personal data consisting of information as to the data subjects’ –
(a) racial or ethnic origin,
(b) political opinions,
(c ) religious beliefs or other beliefs of a similar nature,
(d) membership of a trade union (within the meaning of the Trade Union and Labour
Relations (Consolidation) Act 1992),
(e) physical or mental health or condition,
(f) sexual life,
(g) genetics,
(h) biometric data (as used for ID purposes),
	☐
	☑

	
	If YES, provide a description of the special category data and explain why this data needs to be collected:

	4
	(this box should expand as you type)



	
	Will data from the research activity (collected data, drafts of the thesis, or materials for publication) be stored in any of the following ways?
	YES
	NO

	5
	Manual files (i.e. in paper form)?
	☐
	☑

	6
	University computers?
	☐
	☑

	7
	Private company computers?
	☐
	☑

	8
	Home or other personal computers?
	☐
	☑

	9
	Laptop computers/ CDs/ Portable disk-drives/ memory sticks?
	☑
	☐

	10
	“Cloud” storage or websites?
	☐
	☑

	11
	Other – specify:
	☐
	☑

	12
	For all stored data, explain the measures in place to ensure the security of the data collected, data confidentiality, including details of backup procedures, password protection, encryption, anonymisation and pseudonymisation:

	
	Pseudonyms are used will be used for anonymisation. Also, not everyone will get access to the information that the researcher has collected. The data will also be encrypted and even will be deleted after the project is completed.
(this box should expand as you type)

	
	Data Protection

	
	Will the research activity involve any of the following activities:
	YES
	NO

	13
	Electronic transfer of data in any form?
	☒
	

	14
	Sharing of data with others at the University outside of the immediate research team?
	☐
	☑

	15
	Sharing of data with other organisations?
	☐
	☑

	16
	Export of data outside the UK or importing of data from outside the UK?
	☐
	☑

	17
	Use of personal addresses, postcodes, faxes, emails or telephone numbers?
	☐
	☑

	18
	Publication of data that might allow identification of individuals?
	☐
	☑

	19
	Use of data management system?
	☐
	☑

	20
	Data archiving?
	☐
	☑

	21
	If YES to any question, please provide full details, explaining how this will be conducted in accordance with the GDPR and Data Protection Act (2018) (and any international equivalents, where appropriate):

	
	(this box should expand as you type)

	22
	List all who will have access to the data generated by the research activity:



	
	Only the researcher who is involved in the project will have access to the data generated in the research activity.
(this box should expand as you type)

	23
	List who will have control of, and act as custodian(s) for, data generated by the research activity:

	
	Only the researcher who is involved in the project is the custodian of the generated data.
(this box should expand as you type)

	24
	Give details of data storage arrangements, including security measures in place to protect the data, where data will be stored, how long for, and in what form. Will data be archived – if so how and if not why not.

	
	Th data will be stored in a hard-drive that will be password protected and it will be stored only till the time the project is ongoing. After the project is completed the data will be deleted.
(this box should expand as you type)

	25
	Please indicate if your data will be stored in the UWTSD Research Data Repository (see https://researchdata.uwtsd.ac.uk/ ).	If so please explain. (Most relevant to academic staff)

	
	N/A
(this box should expand as you type)

	26
	Confirm that you have read the UWTSD guidance on data management (see
https://www.uwtsd.ac.uk/library/research-data-management/)
	YES
	☑

	27
	Confirm that you are aware that you need to keep all data until after your research has completed or the end of your funding
	YES
	☑


SECTION K: Declaration
	
	The information which I have provided is correct and complete to the best of my knowledge. I have attempted to identify any risks and issues related to the research activity and acknowledge my obligations and the rights of the participants.
In submitting this application I hereby confirm that I undertake to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Code of Practice which is published on the website: https://www.uwtsd.ac.uk/research/research-ethics/

	
	
	
	Date:21/12/2023

	1
	Signature of applicant:
	Vladimirova
	


For STUDENT Submissions:
	2
	Director of
Studies/Supervisor:
	Dr Taye Osadiya
	Date: 21/12/2023

	3
	Signature:
	Osadiya
	


For STAFF Submissions:
	4
	Academic Director/ Assistant Dean:
	
	Date:

	5
	Signature:
	
	


Checklist: Please complete the checklist below to ensure that you have completed the form according to the guidelines and attached any required documentation:
	☑
	I have read the guidance notes supplied before completing the form.

	☑
	I have completed ALL RELEVANT sections of the form in full.

	☑
	I confirm that the research activity has received approval in principle

	☑
	I have attached a copy of final/interim approval from external organisation (where appropriate)

	☑
	I have attached a full risk assessment (where appropriate) ONLY TICK IF YOU HAVE
ATTACHED A FULL RISK ASSESSMENT

	☑
	I understand that it is my responsibility to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Code of Practice.

	☑
	I understand that before commencing data collection all documents aimed at respondents (including information sheets, consent forms, questionnaires, interview schedules etc.) must be confirmed by the DoS/Supervisor, module tutor or Academic Director.

	RESEARCH STUDENTS AND STAFF ONLY
All communications relating to this application during its processing must be in writing and emailed to pgresearch@uwtsd.ac.uk , with the title ‘Ethical Approval’ followed by your name.
You will be informed of the outcome of your claim by email; therefore it is important that you check your University and personal email accounts regularly.

	STUDENTS ON UNDERGRADUATE OR TAUGHT MASTERS PROGRAMMES should submit this form
(and receive the outcome) via systems explained to you by the supervisor/module leader.


This form is available electronically from the Academic Office web pages:
https://www.uwtsd.ac.uk/academic-office/appendices-and-forms/

2)
50)
image4.jpg
Years of Experience 1O copy

10 responses

@ 1-2years
@ 3-5years
@ Wore than 5 years





image5.jpg
Has your Organisation adopted Al? O copy

10 responses

@ Not adopted

® Atan early stage of Adoption
® Partially adopted

@ Fully Adopted





image6.jpg
Has Al adoption improved the efficiency of the work?

10 responses

@ Significant Improvement
@ Moderate Improvement
@ Minor Improvement

@ No changes

@ Decline in Improvement

1D copy




image7.jpg
How has the adoption of Al impacted your experience?

10 responses

@ Positive Impact
@ Wixed Impact
@ Negative Impact
@ Neutral Impact

1D copy




image8.jpg
What according to you is the barrier to the adoption of Al within an organisation? O copy

10 responses

Lack of Budget
Lack of Technical Expertise.
Resistance from the Employees

10 (100%)

Ethical Issues





image9.jpg
What concerns do you have as an employee when it comes to Al adoption?

10 responses

Lack of Trustin Al
Job Security Concerns

Frivacy Concems

Lack of Understanding of Al

8(80%)




image10.jpg
What are the training programs that can be incorporated to improve the adoption of [0 Copy
A

10 responses

Altraining programs|

Integration of Al training in the|

onboarding procedure| 6(60%)

Al skl development)

10




image11.jpg
O cor

Do you think continuous monitoring can impact the integration of Al within the organisation?

10 responses

@ Yes, significantly
@ Not sure
@ No, itwill have no effect





image1.jpg
University of Wales

Trinity Saint David
LONDON




image2.jpg
Age 10 copy

10 responses

® 1825
® 2640
® 4155
@ 56 and above





image3.jpg
Gender IO copy

10 responses

@ Male
@ Female
® Prefer not to say





