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Introduction 

The emergence of artificial intelligence (AI) has extended organizational transformation beyond 

the use of digital technology as a supporting tool. Contemporary AI systems can analyze large volumes 

of data, learn from patterns, forecast trends, generate content, and propose alternatives for decision-

making. Human resource management (HRM) must therefore reconsider how work is designed: which 

tasks should remain primarily human, which tasks can be supported or automated by AI, and which 

tasks require purposeful collaboration between people and intelligent systems. The central objective is 

not automation for its own sake, but better quality, speed, organizational learning, and adaptability. 

People remain at the center of HRM in the AI era. Technology is a means of augmenting human 

capability; it should not independently define an organization’s values or goals. Executives and HR 

professionals must balance efficiency with fairness, data use with privacy, and automation with human 

judgment. Decisions that materially affect working lives including recruitment, promotion, performance 

appraisal, compensation, discipline, and termination must retain accountable human oversight. Decision 

makers should be able to explain the basis of a decision, examine the underlying data, identify possible 

errors or bias, and provide an appropriate channel for review or appeal. 

The COVID-19 pandemic accelerated digital transformation and normalized remote and hybrid 

work. This shift changed HR from a function primarily associated with rules and administration into a 

function that also designs employee experience, supports well-being, and enables organizational agility. 

In volatile environments, people are the principal source of learning, innovation, and responsiveness. 

HRM objectives consequently extend beyond economical and efficient goal achievement to include 

flexibility, engagement, inclusion, resilience, and sustainable performance across physical and virtual 

workplaces. 

Organizations achieve their goals more effectively when they can attract qualified people, place 

them in suitable roles, develop their capabilities, motivate them, and retain them. HRM activities span 

the complete employment cycle: workforce policy and planning, job and position design, recruitment 
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and selection, development, performance management, compensation, benefits, employee relations, 

occupational health and safety, discipline, mobility, succession, separation, retirement, and in the public 

sector pension administration. In the AI era, each activity must also consider data quality, algorithmic 

fairness, transparency, security, and accountability. 

Nature and Meaning of Human Resource Management 

In an AI enabled context, human resource management refers to the design and administration 

of policies, processes, and work experiences that enable employees to combine knowledge, creativity, 

judgment, and interpersonal competence with data and AI tools. Its purpose is not merely to automate 

HR transactions. It is to improve the quality of decisions, expand learning opportunities, develop 

workforce capability, and ensure that the organization remains responsible for the consequences of 

technology use. 

Human resources are among the organization’s most valuable assets and should be sustained in both 

physical and psychological terms. Effective performance is more likely when employees experience 

satisfaction, dignity, safety, and meaning in their work. The HRM literature presents the concept from 

several complementary perspectives: 

 Decenzo and Robbins (1999, p. 30) describe HRM as a range of activities concerned with managing 

people, developing their skills, and motivating them at work. 

 Money and Noe (1996, p. 4), as cited in the source text, define HRM as the use of human 

resources to achieve organizational objectives and emphasize that managers at every level share 

responsibility for managing people. 

 Robert and David (2001, p. 4), as cited in the source text, view HRM as the effective use of 

valuable human resources through six broad areas: planning; recruitment and selection; 

development; compensation and benefits; health and safety; and employee relations and HR 

research. 

 Singer (1990) defines HRM as the process of developing policies, programs, and activities that 

respond to employee satisfaction and the organization’s collective goals, including organizational 

efficiency and effectiveness. 

In summary, HRM is a strategic and operational process through which managers acquire, utilize, 

develop, motivate, support, and retain people so that individual capability contributes to organizational 

objectives. The process must recognize employees not merely as inputs but as persons with rights, 

aspirations, knowledge, and the capacity to grow. AI expands the tools available to HRM, but it does not 

remove the organization’s duty of care or its accountability for employment decisions. 
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Philosophy and Concepts of Human Resource Management 

An HRM philosophy expresses the organization’s fundamental beliefs about people and work. It 

guides how policies are formulated, how managers exercise authority, and how competing interests are 

balanced. A sound philosophy begins with the recognition that employees are capable of learning and 

development, that their contribution depends partly on the conditions created by management, and 

that organizational performance and employee well-being need not be opposing goals. 

A human centered approach gives priority to dignity, fairness, participation, inclusion, and 

meaningful work. It assumes that people should understand how decisions affecting them are made and 

should have opportunities to provide information, challenge errors, and participate in improvement. In 

an AI-supported workplace, human centered management also requires intelligible explanations, 

appropriate consent and notice, limits on data collection, and particular caution when data may reveal 

health, behavior, location, emotion, or other sensitive attributes. 

Agile HR complements this philosophy by enabling the organization to respond rapidly to 

changes in markets, technology, employee expectations, and skill requirements. Agile HR uses shorter 

planning cycles, cross-functional collaboration, experimentation, continuous feedback, and evidence-

based adjustment. It does not mean abandoning standards or controls. Rather, governance is designed 

to support timely action while protecting consistency, legality, and fairness. 

The contemporary HR function therefore integrates four ideas: strategic alignment, employee 

experience, evidence based management, and responsible technology. Strategic alignment connects 

people capability with organizational direction. Employee experience considers the entire employment 

journey. Evidence-based management uses reliable data rather than assumption alone. Responsible 

technology ensures that AI applications are necessary, proportionate, secure, explainable, monitored, 

and subject to human accountability. 

Theories Relevant to Human Resource Management 

Human Relations Theory 

Human relations theory stresses the social and psychological dimensions of work. Performance 

is influenced not only by formal structure and financial incentives but also by group relationships, 

recognition, communication, belonging, leadership, morale, and the employee’s perception of fair 

treatment. The theory remains especially relevant in hybrid work, where isolation, communication gaps, 

unequal access to information, and weakened social connection may reduce engagement. Digital tools 
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and AI may facilitate collaboration and personalized support, but they cannot substitute for trust, 

empathy, authentic recognition, or responsible leadership. 

Systems Theory 

Systems theory views the organization as a set of interdependent components operating within 

a wider environment. HRM is connected with strategy, structure, finance, operations, information 

systems, technology, culture, labor markets, law, and society. A change in one component may produce 

intended and unintended effects elsewhere. For example, an AI recruitment tool may reduce processing 

time, but poor training data may also exclude qualified applicants, weaken diversity, create legal risk, 

and damage organizational reputation. Systems thinking therefore requires managers to consider 

inputs, processes, outputs, feedback, boundaries, stakeholders, and long term consequences. 

Human Capital and Strategic Perspectives 

The human capital perspective considers knowledge, skills, experience, health, and adaptive 

capacity as productive resources that can be strengthened through investment. The strategic 

perspective extends this view by aligning workforce capabilities and HR practices with organizational 

goals. In the AI era, strategic HRM includes decisions about build-versus-buy talent, reskilling, human AI 

task allocation, leadership capability, knowledge continuity, and the governance structures needed for 

responsible adoption. 

Objectives of Human Resource Management 

HRM objectives can be understood at societal, organizational, functional, and individual levels. These 

objectives are mutually reinforcing when policies are coherent and responsibly implemented. 

 Societal objectives: comply with applicable requirements, respect labor rights, reduce unfair 

discrimination, protect personal data, and contribute responsibly to employment and social well-

being. 

 Organizational objectives: provide the workforce capacity, competence, commitment, and 

adaptability required to achieve strategy and sustain performance. 

 Functional objectives: maintain an HR function whose scale, services, systems, expertise, and cost 

are appropriate to organizational needs. 

 Individual objectives: support employees in achieving reasonable career, development, income, 

safety, well-being, and work life goals while contributing to the organization. 

In AI-enabled HRM, these objectives are supplemented by technology governance objectives: 

ensuring data accuracy and security, testing for bias, documenting system purpose and limitations, 

monitoring performance over time, maintaining meaningful human review, and establishing channels 
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for questions and appeals. Successful AI adoption should be judged by whether work improves, people 

develop, decisions become more reliable and fair, and the organization can account for outcomes not by 

the number of AI systems deployed. 

 

 

 

 

 

 

 

 

Figure 1. Summary of the Objectives of Human Resource Management 

Source: Edwin B. Flippo (1987). 

 

Classification of HRM Objectives 

At the operational level, HRM seeks to ensure that the organization has the right number of 

people, with the right competencies, in appropriate positions, at the required time and cost. At the 

behavioral level, it seeks to create conditions that encourage motivation, commitment, cooperation, 

learning, ethical conduct, and constructive employee relations. At the strategic level, it builds 

capabilities that support innovation, service quality, resilience, and competitive or public value. At the 

governance level, it ensures that authority, information, and technology are used lawfully, fairly, and 

transparently. 

Potential tensions among these objectives must be managed explicitly. Efficiency initiatives may 

affect workload or job security; personalization may require more employee data; monitoring may 

improve visibility while reducing trust; and automated recommendations may increase consistency 

while reproducing historical bias. Good HR governance identifies these tradeoffs before 

implementation, involves affected stakeholders, and uses safeguards proportionate to the level of risk. 
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Components of Human Resource Management 

1. Human Resource Planning 

Human resource planning translates organizational strategy into workforce requirements. It 

examines the number and type of roles required, the competencies associated with those roles, future 

labor supply, workforce costs, succession risks, and alternative ways of organizing work. In the AI era, 

planning should include task level analysis: which activities can be automated, augmented, redesigned, 

or discontinued, and what new responsibilities will emerge for employees and managers. 

2. Human Resource Forecasting 

Forecasting estimates future demand and supply under different scenarios. AI and analytics can 

identify patterns in turnover, retirement, skill demand, absenteeism, or internal mobility. However, 

forecasts are not facts. They are conditional estimates based on assumptions and historical data. 

Managers must examine data quality, uncertainty, structural change, and the possibility that past 

patterns reflect inequitable practices. 

3. Human Resource Utilization 

Utilization concerns job assignment, workload, deployment, mobility, coordination, and the 

effective application of employee capability. Responsible utilization seeks a fit among individual 

competence, role requirements, organizational priorities, and sustainable workload. AI can support 

scheduling, matching, and knowledge access, but employees should not be reduced to scores or 

continuously surveilled. Context and human explanation remain essential. 

4. Human Resource Development 

Development includes orientation, training, coaching, career development, leadership 

development, succession, and organizational learning. Rapid technological change increases the 

importance of upskilling and reskilling. Employees need technical and data literacy, but also critical 

thinking, creativity, communication, collaboration, ethical reasoning, and the ability to verify AI 

generated outputs. Learning opportunities should be accessible across roles, ages, locations, and 

employment arrangements. 

Importance of Human Resource Management 

HRM matters because organizational plans are implemented through people. Capital, 

equipment, technology, and information create value only when people can mobilize them effectively. 
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HRM helps organizations attract appropriate talent, clarify expectations, strengthen capability, 

coordinate performance, retain institutional knowledge, maintain safe and fair employment conditions, 

and adapt to external change. 

The function also reduces avoidable organizational risk. Poor selection can produce role 

mismatch; inadequate development can create skill gaps; inequitable compensation can damage trust; 

weak employee relations can intensify conflict; and inappropriate data practices can harm employees 

and the organization. Harvey and Bowin (1996, pp. 11–12), as cited in the source chapter, emphasize the 

contribution of HRM to productivity, quality of working life, legal compliance, workforce stability, and 

organizational effectiveness. 

In public and private organizations alike, HRM provides continuity between strategic intent and 

everyday behavior. It helps management interpret changes in demographics, labor markets, employee 

expectations, technology, and regulation. In the AI era, it also becomes a central governance partner 

because many AI systems rely on workforce data or produce recommendations that affect employment 

opportunities. 

Principles of Human Resource Management 

Effective HRM should be founded on clear and consistently applied principles: 

 Merit and job relevance: employment decisions should be based on qualifications, competence, 

performance, and legitimate role requirements. 

 Fairness and equal opportunity: comparable cases should be treated consistently, and barriers or 

adverse impacts should be investigated and corrected. 

 Transparency: employees and applicants should receive understandable information about 

policies, criteria, data use, and relevant AI supported processes. 

 Privacy and data minimization: the organization should collect only data that are necessary for a 

defined purpose, restrict access, set retention periods, and protect sensitive information. 

 Human accountability: identifiable managers must remain responsible for decisions and should 

not treat system output as unquestionable. 

 Participation and voice: affected people should have appropriate opportunities to contribute 

information, raise concerns, and appeal consequential decisions. 

 Development and sustainability: HR practices should build long-term capability, well-being, and 

employability rather than pursue short-term output at the expense of people. 

 Continuous evaluation: policies and AI systems should be monitored for accuracy, usefulness, bias, 

security, unintended effects, and changing organizational conditions. 
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Missions and Scope of Human Resource Management 

The HR mission covers both organization related and employee-related responsibilities. 

Organization-related responsibilities include initiating policy, advising management, designing systems, 

delivering services, monitoring compliance, and supporting strategy. Employee related responsibilities 

cover the full employment cycle, from workforce planning and recruitment to separation and 

retirement. Line managers share these responsibilities because daily leadership, feedback, work 

allocation, and employee care cannot be delegated entirely to an HR department. 

Core HR activities include job analysis and design; workforce planning; recruitment; selection 

and placement; orientation; learning and development; performance management; compensation and 

benefits; health, safety, and well-being; employee and labor relations; engagement; discipline; career 

and succession management; HR information; and separation. In modern organizations, HR also 

supports organizational development, change management, culture, diversity and inclusion, people 

analytics, employee experience, and technology governance. 

When AI is used, the HR mission expands further. The function should help define acceptable 

use, classify risks, document data sources, validate job relevance, assess disparate impact, coordinate 

information security, train users, monitor outcomes, manage vendors, and ensure that employees know 

when and how AI affects them. High-impact decisions require greater scrutiny than low risk 

administrative assistance. 

Analysis of the Role of the HR Department 

The HR department traditionally performs four broad roles. First, it is an administrative expert 

that provides reliable transactions and records. Second, it is an employee advocate that listens to 

concerns and supports fair treatment. Third, it is a change agent that helps people and structures adapt. 

Fourth, it is a strategic partner that connects workforce capability to organizational direction. These 

roles remain relevant, but their content changes as work becomes data rich and AI enabled. 

As an administrative expert, HR should automate repetitive work where this improves service 

without creating exclusion. As an employee advocate, it must protect dignity, privacy, accessibility, and 

procedural fairness. As a change agent, it should support job redesign, reskilling, communication, and 

psychological safety. As a strategic partner, it should assess how technology affects workforce capability, 

productivity, risk, culture, and long term organizational value. 
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Principal HR Missions in a Competitive Environment 

The source chapter groups the principal HR mission into four areas that remain useful for 

contemporary organizations: 

 Acquiring capable people through workforce planning, recruitment, selection, and placement. 

 Developing capability through learning, career development, leadership development, and 

knowledge sharing. 

 Motivating and retaining people through fair rewards, meaningful work, recognition, participation, 

well-being, and employee relations. 

 Creating organizational adaptability by aligning structure, culture, technology, and workforce 

practices with changing conditions. 

AI can support all four areas, but the value of the technology depends on appropriate design. A fast 

recruitment system is not effective if it excludes suitable applicants. Personalized learning is not 

beneficial if recommendations narrow opportunities. Predictive turnover analysis is not responsible if it 

labels employees without a valid purpose or produces punitive treatment. HR performance must 

therefore be evaluated in terms of outcomes and impacts, not speed alone. 

Contemporary Roles and Responsibilities of HR 

Contemporary HR professionals require competence in business and public administration, 

people management, data interpretation, digital systems, facilitation, communication, change, ethics, 

and governance. They should be able to translate technical capabilities into practical implications for 

jobs and employees, while also communicating workforce needs to technology specialists and senior 

leaders. 

The HR function should work across organizational boundaries. Responsible AI in employment 

may require cooperation among HR, line management, information technology, information security, 

legal or compliance teams, internal audit, occupational health, employee representatives, and system 

vendors. Governance must specify who owns the decision, who validates the system, who can access 

the data, who monitors performance, and who responds when harm or error occurs. 

Classification of Human Resource Management Problems 

HR problems may be classified by their source and level. External problems arise from labor-

market conditions, demographic change, economic volatility, technology, social expectations, and 

applicable policy or law. Internal problems arise from strategy, structure, leadership, culture, staffing, 
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communication, workload, skills, compensation, employee relations, data quality, or inadequate 

systems. Individual-level problems may involve role fit, performance, motivation, health, conflict, career 

expectations, or personal circumstances. Group level problems may involve norms, coordination, trust, 

inclusion, or power relationships. 

AI creates additional problem categories: biased or unrepresentative data; inaccurate inference; 

opaque criteria; automation bias; excessive surveillance; privacy and security failures; inaccessible 

interfaces; vendor dependency; model drift; and unclear accountability. Classification helps 

management select an appropriate response. A skill gap requires development, while a data-quality 

failure requires correction of the information process; neither should be treated as an employee 

attitude problem. 

Human Resource Management Strategy 

Human resource strategy establishes how workforce policies and capabilities will support 

organizational strategy. It should be based on an analysis of the external environment, organizational 

direction, present workforce, future capability requirements, culture, resources, technology, and risk. 

HR strategy then guides priorities for workforce design, talent acquisition, development, performance, 

rewards, employee experience, labor relations, and HR systems. 

A coherent AI era HR strategy should address at least four matters. First, the organization needs 

a clear view of how AI changes tasks and jobs. Second, it must develop the skills required for both 

technology use and distinctly human contribution. Third, it should create responsible data and AI 

governance. Fourth, the human factor must be central to change: employees need information, 

participation, support, learning time, and credible transition pathways. 

Implementation should include measurable objectives, assigned responsibilities, resources, 

schedules, communication, pilot testing, monitoring, and review. Measures may include service quality, 

time, cost, learning transfer, mobility, retention, engagement, well-being, fairness indicators, error 

rates, appeal outcomes, and employee trust. Metrics must be interpreted in context; a single score 

should not become a substitute for judgment. 

Transforming HR Operations from the Post-COVID Period to the AI Era 

The post-pandemic transition established remote and hybrid work, digital recruitment, blended 

learning, output-oriented performance management, and greater attention to well-being. The AI era 

builds on this foundation by adding predictive analysis, generative assistance, personalization, and 

decision support. Table 1 summarizes this progression while emphasizing necessary safeguards. 
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Traditional HRM Function Post-COVID Development and Progression toward AI-enabled HRM 

Position design and workforce 
planning 

Plan for hybrid structures and digital skills; analyze AI’s effect on jobs and 
competencies; forecast skill gaps; and define how human and AI responsibilities 
will be combined. 

Recruitment and selection 
Use digital or virtual recruitment and assess remote-work capability. AI may assist 
with search and classification, but data quality, bias, transparency, accessibility, 
and final human responsibility must be assured. 

Employee development 
Provide online and blended upskilling and reskilling. Add AI literacy, effective 
questioning, verification of outputs, data ethics, and human skills required for 
collaboration with automated systems. 

Compensation and benefits 
Consider location-based pay and support for mental health and home working. 
Analytics may inform decisions, provided privacy is protected and models are 
checked for unjustified differences. 

Performance appraisal 
Shift from attendance or input measures toward outcomes and continuous 
feedback. AI may assemble evidence and trends, but criteria must be disclosed, 
context considered, and employees allowed to explain or challenge results. 

Motivation and morale 
Support holistic physical and psychological well-being and belonging across 
locations. AI may improve access to guidance or services, but unnecessary 
behavioral surveillance or emotional inference should be avoided. 

 

Table 1. Transformation of Human Resource Operations from the Post-COVID Period toward the AI Era 

The HRM Process in the AI Era 

The HRM process remains a connected cycle. Workforce planning identifies needs; recruitment 

attracts candidates; selection determines suitability; compensation and benefits support exchange and 

security; development builds capability; performance management aligns contribution and learning; and 

retention or separation manages continuity and transition. AI should be integrated into this cycle only 

where it serves a defined purpose and can be governed responsibly. 

Human Resource Planning 

Planning has moved from predominantly quantitative headcount calculations toward scenario-

based workforce and skills planning. Organizations must estimate future competency needs, consider 

alternative work arrangements, identify tasks likely to change, and plan reskilling or redeployment. AI 

can improve pattern detection, yet planners must disclose assumptions and retain room for uncertainty 

and structural change. 
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Recruitment 

Recruitment has expanded from conventional channels to digital and virtual methods and access 

to wider talent pools. AI may assist in drafting advertisements, identifying potential candidates, 

answering routine questions, or organizing applications. Job criteria must remain relevant, inclusive, and 

understandable; personal data should not be collected merely because it is technically available. 

Selection 

Selection increasingly uses online interviews, digital assessment, work samples, and evaluation 

of self-management, virtual communication, adaptability, and flexible culture fit. AI supported scoring 

should be validated for its stated purpose. Applicants should know when consequential AI is used, and 

qualified humans should review evidence and make the final decision. 

Compensation, Welfare, and Benefits 

Reward systems now consider hybrid work, location, scarce skills, flexible benefits, mental-

health support, and home office expenses. Analytics can help assess internal equity and market position, 

but compensation decisions require transparent principles and regular checks for unjustified disparities. 

Sensitive health or household data should be strictly limited and protected. 

Development and Training 

Classroom training has evolved into blended, online, and on-demand learning. AI can 

recommend content, generate practice activities, support tutoring, and make knowledge more 

accessible. Development must not become a passive acceptance of system output. Employees should 

learn to formulate questions, verify evidence, recognize limitations, protect confidential data, and 

exercise professional judgment. 

Performance Appraisal 

Performance management is shifting from annual, attendance-centered evaluation toward 

output, contribution, learning, and continuous feedback. AI can consolidate information and identify 

trends, but it should not infer performance solely from digital activity. Evaluation criteria must reflect 

the job, incorporate context, avoid proxy discrimination, and provide a meaningful discussion and 

appeal process. 
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Separation and Retention 

Retention strategy now emphasizes holistic well- being, belonging, growth, flexibility, quality of 

leadership, and employee voice. Analytics may identify organization-level patterns that contribute to 

turnover, but labeling an individual as a “flight risk” can produce unfair treatment. Separation decisions 

should follow clear policy, documented evidence, human review, respectful communication, and 

appropriate transition support. 

 

 

 

 

 

 

 

 

 

Figure 2. Foundation of the Post-COVID Human Resource Management Process for Development toward the AI Era 

Responsible Use of AI in Human Resource Management 

Responsible AI use begins with purpose. The organization should be able to state the HR 

problem being addressed, why AI is appropriate, who may be affected, what data are required, and how 

success and harm will be measured. Low risk assistance such as summarizing non-sensitive material 

does not require the same safeguards as systems influencing hiring, promotion, pay, discipline, or 

termination. Governance should be proportionate to impact. 

Before deployment, the organization should evaluate data provenance, accuracy, 

representativeness, security, and lawful use; test the system for reliability and unfair impact; document 

limitations; define human review; and prepare fallback procedures. During use, outputs must be treated 

as recommendations or evidence rather than unquestionable truth. After deployment, the organization 

should monitor error, drift, complaints, overrides, outcome differences, security incidents, and 

employee experience. 
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Generative AI presents additional risks because it may produce confident but incorrect content, 

reveal confidential information, reproduce bias, or generate language that appears authoritative 

without a reliable basis. Users must verify important claims and calculations, avoid entering restricted 

personal or organizational information into unapproved systems, and identify when generated content 

requires expert review. The organization should define acceptable-use rules and provide role-specific 

training rather than relying only on general awareness. 

Chapter Summary 

Human resource management in the AI era integrates the disciplines of people, management, 

technology, data, and ethics. Its traditional responsibilities remain necessary, but HR must also design 

human–AI collaboration, develop new capabilities, govern workforce data, and assess the consequences 

of technology. Human judgment is particularly important when a decision has a significant effect on 

employment opportunity, income, reputation, wellbeing, or continued employment. 

Organizations should neither delegate people decisions entirely to systems nor reject AI’s 

potential to reduce repetitive work, widen access to knowledge, and support evidence-informed 

decisions. The appropriate approach is purposeful and bounded use: clear objectives, relevant and 

minimized data, tested systems, understandable criteria, security controls, continuing monitoring, 

employee voice, and accountable human oversight. 

As organizations grow, people-related issues increase in volume and complexity. Specialized HR 

units therefore provide policy, advice, services, controls, and expertise, while line managers retain 

responsibility for everyday people management. HR structures may include workforce planning, 

recruitment, learning, compensation, benefits, safety, discipline, legal affairs, employee relations, 

analytics, and HR technology. Their precise form depends on organizational size, strategy, workload, 

environment, and risk. 

Ultimately, HRM seeks to bring capable people into the organization, develop and reward them, 

encourage effective contribution, protect fair and safe working conditions, and manage transitions 

throughout the employment cycle. In the AI era, this mission also requires the capability to govern data, 

examine systems, explain decisions, and ensure that technological progress supports both organizational 

objectives and human well-being. 

Review Questions  

1. Explain the meaning of human resource management as a driver of organizational resilience in the 

AI era. Relate the roles of people, data, technology, and accountability in decision making. 
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2. Explain Agile HR and the human centered approach. How should employee experience be connected 

with the ethical use of AI? 

3. What are the principal areas within the scope of HRM? How can AI support hybrid work and 

employee mental health, and what privacy limitations should apply? 

4. What HR policies should an organization establish when AI is used with workforce data? Address 

transparency, fairness, security, and human oversight. 

5. How should organizations design HR principles and the structure of the HR function in the AI era so 

that they can develop people, govern data, audit systems, and support organizational strategy 

simultaneously? 


