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Al iIn Human Resource Management

How should firms apply
Al in HRM?
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Objective

We expand findings from the first funding
period on negative employee reactions
regarding the use of Al in the context of
career development and recruiting.

Methods

Qualitative and quantitative studies

Core research questions

1. Which measures (e.g., higher
transparency, stronger participation in Al-
based planning) influence Al acceptance
among employees?

2. To what extent does Al acceptance depend
on the degree of personal involvement or
context (e.g., salary increase vs. task
distribution)?

3. Why and how do HR managers
incorporate Al-based recommendations into
their personnel decisions?

Aim

The aim is to derive relevant factors that
influence the meaningful use of Al and to
identify suitable measures for ensuring an
ethical and accepted use of Al.

= Qualitative interviews

Experimental conjoint analysis
(HR management perspective)

Preliminary findings

1st order concepts 2nd order themes

Automated/non-automated,
manually, statistically

Project milestones

Methoden der Kiinstlichen Intelligenz

@ Experimental vignette studies

(employee perspective)

People/talent Analytics, artificial
Intelligence, software/technical tools

Method of evaluation

Single area solutions, overarching
solutions

Guideline development
for companies

Aggregate dimensions

Use of different terms

Status quo

Applicant data, performance data,
engagement data

Scope of application

Explaining change, highlighting
advantages

Relevant data

Employees, management, HR and
people analytics managers

Transparency

Important for future use

Involvement of relevant

| stakeholders in change process

Overview of employee/applicant data,
more suitable career possibilities

Automatic overviews and reports,
dealing with employee questions

Data management

Technical know-how, shortage of
specialists, lack of resources

Data, security, privacy risks

Fairness, acceptance of Al

Benefits
Reduced need for human
resources
Barriers in data evaluation
Perceived risks Drawbacks
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Ethical questions

Figure 1: Preliminary findings from the qualitative interviews. Figure adapted from Gioia, D. A., Corley, K. G., & Hamilton, A. L. (2013). Seeking qualitative rigor in
inductive research: Notes on the Gioia methodology. Organizational Research Methods, 16(1), 15-31.
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