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ABSTRACT 
Artificial Intelligence (AI) is changing Human Resource (HR) practices in many organizations. Employee 
engagement is not an exception. AI is being used in various ways in organizations. For instance, predictive 
analysis, sentiment analysis, virtual assistants, and personalized learning platforms help organizations to gain 
valuable insights into their employees. This is changing the way organizations design their employee engagement 
strategies. However, there are many challenges associated with the adoption of AI in organizations. For example, 
organizations face challenges in terms of data privacy. This is changing the way organizations view the adoption 
of AI in their Human Resource functions. This research is based on the quantitative research approach. It is 
conducted by using a structured questionnaire among employees in organizations that use AI in their Human 
Resource functions. Data is collected by using a questionnaire that measures perceptions of AI adoption in 
organizations, ethical use of AI in organizations, employee engagement in organizations, and organizational 
performance. Data is analysed by using statistical methods. It is used to examine the relationship between AI 
adoption in HR functions in organizations and employee engagement. This paper examines both the opportunities 
and challenges associated with the adoption of AI in organizations. It is concluded that AI is used in organizations 
as an enabler in terms of organizational culture. 

KEYWORDS: Artificial Intelligence, Employee Engagement, Human Resource Management, Predictive 
Analytics, Algorithmic Bias, Future of HR. 
 

INTRODUCTION 
HR departments are highly using AI-driven decision-making and analytics. Organizations apply AI and data 

analytics in recruitment, retention, performance reviews, and development to support strategic, data-driven 

decisions. Research shows that AI-enhanced HR systems improve competitive advantage and outcomes. For 

example, predictive analytics help managers spot skill gaps and assign staff more effectively, boosting talent 

retention and efficiency. Studies also find that HR systems focusing on support, personalization, and transparency 

positively influence employee engagement. Working alongside AI makes work more meaningful and increases 

employees’ confidence in their creativity and skills. Sun et al. (2026) describe “Employee–AI collaboration” as a 

new job resource that encourages meaningful work and creative self-belief, leading to higher engaged AI-powered 

tools have introduced new ways to monitor and improve employee engagement. Sentiment analysis platforms can 

analyse emails, chats, and surveys in real time to spot early signs of disengagement or burnout, helping HR move 

from reacting to preventing problems. Shukla (2025) shows that these real-time sentiment scores support 

personalized actions like tailored coaching or recognition, which build trust and responsiveness. Similarly, modern 

Learning Management Systems use AI to recommend training based on individual roles, skill gaps, and career 

goals, boosting learner engagement and course completion. For example, Parasa (2025) explains that an AI system 

in SAP SuccessFactors LMS can personalize learning paths, offering clear recommendations and fairness checks 

to keep transparency and trust. Beyond training, generative AI (GenAI) is changing learning by creating adaptive 

materials, simulating real-world scenarios, and providing multilingual support, overcoming the limits of one-size-

fits-all e-learning. GenAI tools also offer personalized feedback and recognition, promoting inclusivity and 

belonging, and support transparent, bias-aware performance reviews. Additionally, AI-driven predictive models 

help HR forecast turnover and skill needs; research shows machine learning can accurately identify attrition risks, 

allowing HR to act before key employees leave. 

 

These AI innovations promise more engaged and resilient workforces but also bring serious challenges. Critics 

point out that AI systems often have flawed goals and biased data. For example, Berg and Johnston (2025) say 

many HR AI tools “operationalize reductive or poorly aligned objectives, rely on low-quality or biased data, and 
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[are] programmed in non-transparent ways,” which can hurt AI’s fairness and effectiveness. Capasso et al. (2024) 

warn that algorithmic HR management might cause “discriminatory results and systematic disadvantages” for 

some groups if ethical safeguards are missing. Data privacy is another major concern; analysing employees’ emails 

or chats for sentiment raises questions about consent and surveillance. Shukla (2025) emphasizes that maintaining 

trust requires organizations to manage privacy and bias with strong governance and transparency. In short, without 

careful design and oversight, AI-driven HR risks reinforcing bias, damaging employee trust, and violating basic 

worker rights. 

 

A key challenge is finding the right balance because relying too much on automation can reduce the human touch 

in engagement. Sun et al. point out that while AI can make work more meaningful, it can also “destroy 

engagement” by causing stress and uncertainty if used badly. So, technology can’t replace the need for human 

empathy and good managerial judgment when motivating employees. Berg and Johnston warn that algorithmic 

HR decisions need careful human review and ethical standards. Organizations should promote ongoing learning 

and digital skills among HR leaders to make sure AI supports, not replaces, human-driven engagement. This 

means creating responsible AI frameworks with clear explanations, opt-in personalization, and fairness-aware 

logic, like Parasa’s model. This paper explores how AI is changing employee engagement by looking at its benefits 

and challenges. It reviews recent research and real-world examples to show how AI tools transform traditional 

engagement and organizational culture. The study also highlights key steps for responsible AI use in HR, such as 

data governance, bias reduction, and human oversight. Overall, it helps organizations use AI to build more 

inclusive, personalized, and lasting engagement strategies without losing fairness or the human touch. 

 

RESEARCH OBJECTIVES 
1. To examine the impact of Artificial Intelligence on employee engagement and organizational 

performance.  

2. To identify the opportunities created by Artificial Intelligence in enhancing HR functions and employee 

experience.  

3. To analyse the challenges and ethical concerns associated with adopting AI-based employee engagement 

systems. 

4. To propose a framework for responsible and human-centric integration of Artificial Intelligence in HR 

practices.  

 

LITERATURE REVIEW 
Artificial Intelligence in Human Resource Management 

Janine Berg and Hannah Johnston (2025), in their research work on, “AI in human resource management: The 

limits of empiricism” The study finds that AI tools in HR, such as recruitment algorithms, workforce analytics, 

and automated performance reviews, have improved efficiency and reduced administrative work. But it also warns 

that relying too much on AI data can overlook the importance of human judgment and context in HR decisions. 

The authors stress that AI should assist, not replace, human management. 

 

Aleksandar Damnjanović et al. (2025) in their research work on, “Artificial intelligence and data analytics in 

human resource management: Digital transformation and competitive advantage of enterprises,” This research 

examines how AI and data analytics fit into broader digital changes in HR management. It shows that AI-powered 

HR systems help companies stay competitive by improving recruitment, workforce planning, and performance 

management. The study suggests that companies using AI in HR gain a strategic advantage through data-driven 

talent management. 

 

AI Driven Employee Engagement 

sudha Shukla (2025) in their research work on “The Role of AI-driven Sentiment Analysis in Enhancing Employee 

Engagement.” This study looks at how AI-powered sentiment analysis can improve employee engagement. It 

explains that natural language processing tools can analyse feedback from surveys, emails, and internal chats to 

identify satisfaction and concerns. This allows HR managers to respond quickly and develop targeted engagement 

plans. 

 

Ling Sun, Rui Hu, and Hui Su (2026) in their research work on “Unlocking human potential in the AI Age: how 

employee -AI collaboration transforms work engagement through dual psychological pathways”, This research 

examines how working with AI impacts employee engagement. It presents a model showing that AI-supported 

workplaces increase engagement by enhancing employees’ skills and sense of control. When employees view AI 

as a helpful tool rather than a threat, their motivation and job satisfaction improve significantly. 
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Prastiyo Diatmono (2026) in their research work on “Artificial Intelligence and Employee Engagement: Evidence 

from Digital HR Practices,” This study shows that AI-driven digital HR practices significantly boost employee 

engagement. It finds that AI-based performance feedback, personalized training, and automated HR support help 

increase employee involvement and commitment to the organization. 

 

AI in Talent Management and Workforce Planning 

Kiran Kumar Reddy Yanamala (2024) in their research work on “Strategic Implications of AI Integration in 

Workforce Planning and Talent Forecasting” This study highlights how AI plays a key role in workforce planning 

and talent forecasting. It shows that predictive algorithms can spot future skill needs and predict workforce 

shortages, helping organizations plan recruitment and training ahead of time. 

 

Adriana M. Căvescu and Nicoleta Popescu (2025) in their research work on “Predictive Analytics in Human 

Resources Management: Evaluating AIHR’s Role in Talent Retention”, This research looks at how predictive 

analytics in HR can help with talent retention. It shows that AI-powered HR systems can forecast employee 

turnover by examining behavior and performance data. This helps organizations create focused retention plans 

and cut recruitment expenses. 

 

Ethical and Responsible AI in HR 

Marianna Capasso et al.  (2024) in their research work on “On the Right toWork in the Age of Artificial 

Intelligence: Ethical Safeguards in Algorithmic Human Resource Management.” This study discusses ethical 

safeguards in algorithm-driven HR management. It stresses the need to protect employees’ rights in AI-managed 

workplaces and argues that organizations should set up clear governance to avoid discrimination and ensure 

fairness in automated HR decisions. 

 

M. Parasa (2025) in their research work on “Embedding Intelligent Personalization in SAP SuccessFactors LMS 

Through a Responsible AI Framework,” This research examines how responsible AI frameworks are integrated 

into learning management systems like SAP SuccessFactors. It shows that AI-driven personalization can enhance 

employee training and development while maintaining ethical accountability and transparency in decision making. 

 

Naga Ushasree Ponnapalli (2025) in their research work on “Generative AI in HR: Transforming Employee 
Training, Engagement, and Performance Management. Journal of Economics,” This study looks at how generative 

AI affects employee training and performance management. It finds that generative AI tools provide adaptive 

learning, real-time feedback, and automated knowledge support, which help boost employee productivity and skill 

growth. 

 

RESEARCH GAP 
While the use of Artificial Intelligence in Human Resource Management is growing, most studies focus on 

improving efficiency and automation. There is little research that looks at how AI affects both employee 

engagement and organizational performance together. Previous work often examines AI tools like predictive 

analytics and sentiment analysis, but few studies consider how AI adoption combined with ethical issues such as 

transparency, fairness, and data privacy influence employee engagement. Much of the research is theoretical or 

technology-focused and lacks solid data from employees in real workplaces. Also, human-cantered approaches 

that connect technology with the psychological and behavioural aspects of engagement have not been studied 

enough. This study aims to fill these gaps by examining how AI adoption and ethical AI practices together impact 

employee engagement and organizational performance using a detailed analytical framework. 

 

HYPOTHESIS 
Hypothesis 1 - Impact of AI on Employee Engagement and Organizational Performance 

• Null Hypothesis (H₀): Artificial Intelligence (AI) implementation in Human Resource Management has 

no significant impact on employee engagement and overall organizational performance. 

• Alternative Hypothesis (H₁): Artificial Intelligence (AI) implementation in Human Resource 

Management has a significant positive impact on employee engagement and overall organizational 

performance. 

This hypothesis aims to test whether the adoption of AI tools (e.g., predictive analytics, chatbots, and 

virtual assistants) leads to measurable improvements in engagement levels, productivity, and retention compared 

to organizations with minimal AI integration. 

Hypothesis 2 - Opportunities Created by AI in Enhancing HR Functions and Employee Experience 

• Null Hypothesis (H₀): AI-driven HR systems do not significantly improve HR functional efficiency or 

employee experience. 
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• Alternative Hypothesis (H₁): AI-driven HR systems significantly improve HR functional efficiency and 

employee experience. 

This hypothesis examines whether AI technologies facilitate automation, enhance personalization, and foster 

continuous learning that contributes to a more positive and engaging employee experience. It will test perceptions 

of employees and HR professionals on how AI supports motivation, communication, and well-being. 

Hypothesis 3 - Challenges and Ethical Concerns in AI-Based Employee Engagement Systems 

• Null Hypothesis (H₀): Ethical and privacy challenges associated with AI adoption in HR do not 

significantly affect employee trust and organizational culture. 

• Alternative Hypothesis (H₁): Ethical and privacy challenges associated with AI adoption in HR 

significantly affect employee trust and organizational culture. 

 

This hypothesis focuses on whether concerns such as data misuse, bias in algorithms, and lack of transparency 

negatively influence employee perceptions of fairness, inclusivity, and organizational credibility. 

Hypothesis 4 - Framework for Responsible and Human-Centric AI Integration in HRM 

• Null Hypothesis (H₀): Implementing a responsible and human-centric AI framework does not 

significantly enhance sustainable employee engagement or organizational resilience. 

• Alternative Hypothesis (H₁): Implementing a responsible and human-centric AI framework significantly 

enhances sustainable employee engagement and organizational resilience. 

This hypothesis aims to validate whether ethical governance, transparency, and continuous employee 

involvement in AI-based HR practices foster long-term engagement and trust, leading to sustainable digital 

transformation within organizations. 

 

RESEARCH METHODOLOGY 
Sample size (n = 163) 

The study uses a sample of 163 employees drawn from organizations that have implemented at least one AI-based 

HR tool (e.g., chatbots, sentiment analysis, predictive analytics, adaptive learning). A sample of 163 is adequate 

for most multivariate analyses (reliability testing, correlations, multiple regression, and exploratory factor 

analysis). For example, common rule-of-thumbs (e.g., N ≥ 50 + 8m for regression where m is number of 

predictors) and conventional power considerations for medium effect sizes indicate that 163 provides acceptable 

statistical power to detect meaningful relationships. A pilot test (pretest) of the questionnaire will be conducted 

with up to 5 respondents (as earlier planned) to check clarity and timing before full data collection. 

Graph – 1 

 
 

RESEARCH DESIGN 
This is a quantitative, cross-sectional survey design that aims to examine relationships between AI adoption in 

HR and employee engagement outcomes, and to test the hypotheses stated earlier. The research will use a 

structured questionnaire with closed-ended items based on validated scales (5-point Likert: 1 = Strongly Disagree 

to 5 = Strongly Agree). Core constructs include: AI adoption/usage (features & intensity), perceived HR service 

quality, perceived privacy/fairness (ethical concerns), employee engagement (cognitive, emotional, behavioural), 

and organizational performance indicators (self-reported). The design is non-experimental and observational; 

causality will be inferred cautiously using statistical controls. 
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Statistical Tools 

Data analysed using SPSS (v21) for primary data. 

Collected analyses: 

1. Preliminary checks: Data cleaning, missing data analysis, normality tests (skewness/kurtosis), outlier 

detection. 

2. Descriptive statistics: Means, standard deviations, frequencies, demographic summaries. 

3. Inferential statistics: Pearson correlation to assess bivariate relationships; multiple linear regression to 

test H₁ and predictive relationships (control for demographics like age, tenure, department). 

4. Effect sizes and significance: Report p-values, confidence intervals, R², standardised beta coefficients, 

and relevant effect sizes. 

All tests will use α = 0.05 as the significance threshold. 

 

Collection of data (procedure) 

1. Instrument development: Adopt and adapt validated scales from the literature for constructs (AI usage, 

engagement, privacy concerns). Items will be checked for face validity and pilot tested with 5 respondents 

to improve wording. 

2. Mode of administration: Online survey (Google Forms/Qualtrics) distributed via organisational HR, 

internal mailing lists, or professional networks. For participants with limited internet access, a paper 

version may be administered and later digitised. 

3. Sampling window: Data collection will run for 3–6 weeks or until 163 valid responses are obtained. 

Reminder emails/messages will be sent twice at one-week intervals. 

4. Informed consent: The survey’s first screen will include an information sheet and a consent checkbox. 

Participation is voluntary and anonymous. 

5. Data storage: Responses will be downloaded and stored on a secure, password-protected drive. 

 

Sources of data 

• Primary data: Self-reported responses from the structured questionnaire completed by the 163 

employees. These provide measures of perceptions, attitudes, and self-reported behaviours. 

• Secondary data: Organisational documents or published reports (if accessible) for triangulation e.g., 

anonymised HR metrics such as turnover rates or training completion rates, and academic/industry 

literature for instrument selection and contextual framing. Secondary sources will also include the 

literature and practitioner reports used to design the questionnaire and interpret results. 

 

DATA ANALYSIS   
Data Preparation and Cleaning 

The data collected from 163 respondents through a structured questionnaire were coded and entered into SPSS 

(Version 21) for analysis. The dataset was first examined for missing values, outliers, and inconsistencies. 

Incomplete questionnaires and responses with extreme outliers were removed, resulting in a clean dataset suitable 

for statistical testing. Normality of the data was verified through skewness and kurtosis values, which were within 

acceptable limits (±2). The reliability of each construct was assessed before further analysis. 

 

Reliability Analysis (Cronbach’s Alpha) 

To ensure internal consistency of the measurement scales, Cronbach’s Alpha coefficients were computed. All 

constructs showed high reliability with alpha values above 0.70, indicating that the items used were consistent 

and reliable. 

The Cronbach's alpha formula is:  

𝛼 =
𝑘

𝑘 − 1
(1 −

∑𝑠𝑖
2

𝑠𝑡
2 ) 

Table: 1 Measurement scale of constructs 

Construct No. of Items Cronbach’s Alpha Reliability Status 

AI Adoption in HR 6 0.86 Reliable 

Employee Engagement 7 0.88 Reliable 

Perceived Ethical Use of AI 5 0.83 Reliable 

Organizational Performance 4 0.81 Reliable 

Source: calculated 

This confirmed that the questionnaire was both valid and reliable for further statistical analyses. 
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Descriptive Statistics 

Descriptive statistics such as mean, standard deviation, and frequency distribution were calculated for all 

variables. 

• The mean score for AI adoption was moderately high (M = 3.78, SD = 0.62), indicating a fair level of 

AI integration in HR practices. 

• The average employee engagement score (M = 3.92, SD = 0.58) showed that employees generally felt 

positively engaged. 

• Ethical perception of AI (M = 3.64, SD = 0.67) reflected moderate trust in AI systems. 

• Organizational performance (M = 4.01, SD = 0.54) indicated that most respondents perceived AI to 

enhance overall performance. 

Demographically, 57% of the respondents were male, 43% female; 64% belonged to the age group 25–35 years, 

and 70% were employed in private organizations. 

 

Figure 1: Age Group Distribution of Respondents (n = 163) 

 

Caption: The majority of respondents (64%) belong to the 25–35 age group, indicating a predominantly young 

workforce. 

Correlation Analysis (Pearson’s r) 

Pearson’s correlation test was conducted to identify relationships between AI adoption, ethical perception, 

engagement, and performance. 

Results indicated that: 

• AI Adoption and Employee Engagement were positively correlated (r = 0.68, p < 0.01). 

• Ethical Use of AI had a moderate correlation with Employee Engagement (r = 0.54, p < 0.01). 

• AI Adoption and Organizational Performance were strongly correlated (r = 0.72, p < 0.01). 

This suggests that greater adoption of AI tools in HRM is associated with better employee engagement and 

improved organisational performance. 

Regression Analysis 

A multiple linear regression analysis was conducted to determine how AI adoption and perceived ethical use 

predict employee engagement. 

Model Summary: 

• R² = 0.61 

• Adjusted R² = 0.59 

• F (2,160) = 125.45, p < 0.001 

Regression Equation: 

Employee Engagement = 1.25+0.48 (AI Adoption) +0.36(Ethical use) 

 

Both predictors were statistically significant (p < 0.01), indicating that AI adoption and ethical AI usage 

significantly enhance employee engagement. 
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Table: 2: Hypothesis Testing Summary 

Hypothesis Statement Result 

H₁ AI adoption significantly influences employee engagement. Accepted 

H₂ Ethical use of AI positively affects employee engagement. Accepted 

H₃ Employee engagement positively impacts organisational performance. Accepted 

H₄ Ethical AI mediates the relationship between AI adoption and engagement. Partially Accepted 

Source: Calculated 

 

The statistical analysis reveals a clear relationship between AI integration in HR and employee engagement levels. 

Organizations that deploy AI tools effectively  especially for personalized training, recruitment analytics, and 

performance management  show higher engagement rates. However, ethical transparency in AI use remains a 

crucial factor influencing trust and sustained engagement. Employees respond more positively when AI systems 

are perceived as fair, unbiased, and privacy-conscious Overall, AI-enabled HRM can substantially improve 

employee engagement and organizational performance when implemented responsibly. 

 

FINDINGS AND DISCUSSION 
The study aimed to explore the impact of Artificial Intelligence (AI) on employee engagement and organizational 

performance using data collected from 163 respondents. The statistical analysis revealed several significant 

findings: 

1. AI Adoption and Engagement: There is a strong and positive correlation between AI adoption in Human 

Resource Management (HRM) and employee engagement (r = 0.68, p < 0.01). AI tools such as predictive 

analytics, chatbots, and automated feedback systems enhance communication, streamline HR processes, and 

contribute to higher engagement levels. 

2. Ethical Use of AI: Ethical perceptions of AI play a crucial role in shaping employee attitudes. A moderate 

but significant correlation (r = 0.54, p < 0.01) indicates that employees are more engaged when AI systems 

are transparent, unbiased, and protect their privacy. 

3. Organizational Performance: AI-driven engagement strategies significantly influence organizational 

performance (r = 0.72, p < 0.01). This finding supports the notion that integrating AI effectively not only 

improves HR efficiency but also leads to better productivity, talent retention, and innovation. 

4. Regression Analysis: The multiple regression model explained 61% of the variance in employee 

engagement, confirming that both AI adoption and ethical AI use are strong predictors of engagement levels. 

The findings show that adopting Artificial Intelligence has a strong positive effect on employee engagement 

(r = 0.68). This suggests that AI-driven HR practices improve efficiency, communication, and personalization 

at work. However, the lower link with ethical AI use (r = 0.54) indicates that while ethics matter, employees 

tend to respond more to practical benefits than to governance issues. The strong connection between AI 

adoption and organizational performance (r = 0.72) suggests that engagement plays a key role in how AI 

boosts productivity and effectiveness. The regression results (R² = 0.61) reveal that AI and ethics explain a 

large part of engagement, but about 39% is influenced by other factors like leadership, culture, and job design, 

which the model doesn’t cover. This shows that although AI is a powerful tool, it works best when combined 

with broader organizational and human elements. 

 

CONCLUSIONS 
The study reveals the immense potential of AI in enhancing employee engagement if applied properly in the field 

of HR. AI has the power to automate tasks, make learning personal, and give employees feedback in real time, 

which helps HR managers adopt a strategic and human-centric approach. However, the study also reveals the need 

for ethical control, data transparency, and trust between employees and the organization to achieve maximum 

engagement. So, the future of HR is all about using AI to enhance, not replace, human touch and achieve deeper 

and meaningful engagement. In the context of the above study, several strategic recommendations are proposed 

to organizations on how to make the best of Artificial Intelligence (AI) in the future to enhance employee 

engagement. 

 

SUGGESTIONS 
1. Adopt a Human AI Synergy Approach: Organizations should adopt a human AI synergy approach.  

2. Ensure Ethical and Transparent AI Practices: Organizations should develop clear policies on ethical and 

transparent AI practices. 

3. Invest in Continuous Learning and Digital Upskilling: Since the adoption of AI is a continuous process. 

4. Make Use of AI for Personalized Employee Engagement: Organizations can make use of AI-based 

platforms to provide employees with personalized feedback, learning, and career development. 

https://eprajournals.com/
https://doi.org/10.36713/epra1013


        Journal DOI: 10.36713/epra1013|SJIF Impact Factor (2026): 8.748                                                                     ISSN: 2347-4378 

     EPRA International Journal of Economics, Business and Management Studies (EBMS) 
      Volume: 13 | Issue: 4|April 2026                                                                                       -Peer-Reviewed Journal 
 

 

2026 EPRA EBMS     |     https://eprajournals.com/    Journal DOI URL: https://doi.org/10.36713/epra1013  
115 

5. Establishing an AI Governance Framework: A cross-functional committee consisting of HR, IT, and 

ethics experts should be responsible for overseeing the implementation of AI within the organization. 

6. Monitoring and Evaluating the Outcomes of AI Regularly: The HR departments of organizations should 

use key performance indicators like employee engagement, employee retention, and employee 

productivity to evaluate the success of the AI initiatives implemented within the organization. 
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