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Abstract

Artificial intelligence (Al) has increasingly transformed human resource man-
agement (HRM) through automated recruitment, workforce analytics, predictive
decision-making, and digital talent management. However, the rapid integration
of Al within organizational environments has also generated governance chal-
lenges related to ethics, employee trust, transparency, accountability, and al-
gorithmic decision-making. This study aims to examine Al governance in HRM
by focusing on the relationship between ethical challenges, trust formation, and
governance mechanisms in Al-driven organizational systems. This study em-
ployed a systematic literature review (SLR) approach following the PRISMA 2020
framework. Data were collected from the Scopus database, resulting in 20 peer-
reviewed studies published between 2020 and 2026. The findings indicate that
Al governance in HRM has evolved into a multidimensional organizational issue
extending beyond technological implementation. Ethical concerns such as algo-
rithmic bias, surveillance, discrimination, and limited transparency significantly
influence employee trust and organizational legitimacy. Furthermore, respon-
sible Al implementation requires governance mechanisms emphasizing trans-
parency, explainability, ethical auditing, and human oversight. This study con-
tributes to the Al governance literature by providing an integrated understanding
of ethics, trust, and algorithmic decision-making within HRM contexts while offer-
ing practical implications for responsible Al implementation in workforce man-
agement.

INTRODUCTION

to improve competitiveness and operational effective-
ness (Malik et al., 2022). Consequently, Al is no longer

Artificial intelligence (AI) has become one of the
most transformative technological developments influ-
encing organizational systems and managerial practices
across industries. Organizations increasingly adopt Al-
driven technologies to improve operational efficiency,
automate organizational processes, and strengthen
data-driven decision-making systems. The rapid expan-
sion of digital transformation has significantly altered
organizational structures, communication systems, and
workforce management practices, particularly within
human resource management (HRM). Recent studies in-
dicate that AI technologies are increasingly integrated
into organizational operations to support predictive an-
alytics, intelligent automation, and strategic workforce
planning (Alainati et al., 2025; Mihai et al., 2023; Ya-
banci, 2023). Furthermore, the emergence of Industry
4.0 and digital organizational ecosystems has intensi-
fied organizational dependence on Al-assisted systems
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viewed merely as a technological tool but as a strategic
organizational resource shaping managerial decision-
making and governance structures.

The increasing integration of AI technologies
within HRM has transformed traditional human re-
source functions into automated and data-driven organi-
zational systems. Al technologies are currently utilized
in recruitment processes, employee selection, work-
force analytics, talent management, performance eval-
uation, and predictive decision-making systems. The
adoption of AI in HRM allows organizations to process
large volumes of workforce data efficiently while sup-
porting faster and more accurate organizational deci-
sions. Wiblen and Marler (2021) argued that digitalized
talent management systems increasingly influence HR
professionals’ roles and organizational decision-making
structures. Similarly, Bbhmer and Schinnenburg (2023)
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emphasized that Al-driven HRM systems contribute
to the development of organizational capabilities and
strategic workforce management. Existing studies also
demonstrate that AI adoption in HRM has shifted or-
ganizational practices from administrative-based sys-
tems toward predictive and algorithmic management
systems (Androniceanu, 2025; Votto et al., 2021). As or-
ganizations continue integrating Al into HRM practices,
governance-related concerns regarding accountability,
transparency, and organizational control have become
increasingly important.

Despite the organizational advantages offered by
Al technologies, the implementation of Al-driven HRM
systems has generated significant ethical and gover-
nance challenges. Algorithmic decision-making sys-
tems frequently raise concerns regarding fairness, dis-
crimination, privacy, transparency, and accountabil-
ity. Al-assisted recruitment systems, for example, may
unintentionally reproduce historical biases embedded
within training data, potentially creating discrimina-
tory organizational outcomes. Furthermore, Al surveil-
lance technologies and automated workforce monitor-
ing systems may threaten employee autonomy and or-
ganizational trust. Aloisi (2024) highlighted that algo-
rithmic management systems create substantial con-
cerns regarding labor rights, data protection, and or-
ganizational accountability. Similarly, Spadina (2023)
emphasized that Al implementation within employment
processes creates legal and ethical challenges associ-
ated with transparency and non-discriminatory prac-
tices. Ethical AI scholars have also argued that gover-
nance mechanisms are necessary to ensure responsible
Al implementation within organizations (Floridi et al.,
2018). Moreover, Mittelstadt (2019) argued that ethical
principles alone are insufficient without effective gov-
ernance mechanisms capable of enforcing accountabil-
ity and transparency. These issues indicate that AI gov-
ernance within HRM extends beyond technological ef-
ficiency and increasingly involves ethical responsibility
and organizational legitimacy.

In addition to ethical concerns, employee trust has
emerged as a critical issue influencing the successful
implementation of Al systems within organizational en-
vironments. Employees may perceive Al technologies
as threats to job security, professional autonomy, and
workplace fairness, particularly when organizational
decisions are heavily dependent on opaque algorithmic
systems. Trust toward Al systems significantly influ-
ences employee acceptance, organizational adaptation,
and willingness to collaborate with Al-assisted technolo-
gies. Glikson and Woolley (2020) explained that trans-
parency and explainability play essential roles in devel-
oping trust toward AI systems. Furthermore, Fu (2026)
demonstrated that employee awareness of Al technolo-
gies affects career resilience and organizational adapta-
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tion processes. Campino and Asvestopoulou (2025) also
found that AI expansion contributes to employee anxi-
ety and concerns regarding job displacement. Similarly,
Poisat et al. (2024) emphasized that HR professionals
perceive Al implementation as both an organizational
opportunity and a workforce challenge. These findings
suggest that organizational trust and employee accep-
tance are fundamental dimensions shaping the legiti-
macy of Al governance in HRM systems.

Although previous studies have examined AI adop-
tion, digital transformation, and algorithmic systems
within organizational environments, the existing lit-
erature remains fragmented and conceptually discon-
nected. Many studies primarily focus on technological
efficiency, automation, or digital transformation with-
out comprehensively integrating ethical governance,
employee trust, and algorithmic accountability within
HRM contexts. Existing governance discussions are
frequently separated from trust-related studies, while
ethical analyses are often disconnected from organiza-
tional decision-making frameworks. Jobin et al. (2019)
argued that global Al governance frameworks remain
fragmented across institutions and regulatory environ-
ments. Furthermore, Usman et al. (2025) highlighted
that AI-HRM research continues to develop rapidly but
lacks integrative conceptual synthesis regarding gover-
nance dimensions. Similarly, Votto et al. (2021) em-
phasized that research concerning Al-driven HRM re-
mains dominated by technological and operational per-
spectives rather than governance-oriented analyses. As
aresult, there remains limited understanding regarding
how ethics, trust, and algorithmic decision-making in-
teract within AI governance systems in HRM.

Based on these issues, this study aims to conduct
a systematic literature review examining Al governance
within HRM by focusing on ethics, trust, and algo-
rithmic decision-making dimensions. This review syn-
thesizes previous studies to identify major governance
challenges, thematic patterns, and conceptual relation-
ships emerging from AI implementation within organi-
zational HRM systems. By employing a systematic and
transparent review approach, this study contributes to
the growing literature concerning AI governance and
HRM while offering a conceptual foundation for future
organizational and managerial research. The study also
provides practical implications for organizations seek-
ing to implement AI systems responsibly and sustain-
ably within HRM practices.

LITERATURE REVIEW

Al in Human Resource Management

Artificial intelligence (AI) has increasingly trans-
formed organizational management systems, particu-
larly within the field of human resource management
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(HRM). The integration of AI technologies into HRM
practices has enabled organizations to automate admin-
istrative processes, improve workforce analytics, and
strengthen strategic decision-making capabilities. Al-
driven HRM systems are commonly utilized in recruit-
ment, employee selection, talent management, perfor-
mance evaluation, and predictive workforce planning.
As organizations continue to adopt digital technologies,
HRM functions have gradually shifted from conven-
tional administrative systems toward data-driven and al-
gorithmic management structures.

Wiblen and Marler (2021) explained that digitalized
talent management systems significantly influence or-
ganizational decision-making and redefine the strategic
role of HR professionals. Similarly, Bilon and Litwin
(2023) argued that HRM digitalization contributes to or-
ganizational flexibility and operational transformation
within modern organizational environments. These de-
velopments demonstrate that Al technologies increas-
ingly shape organizational workforce management and
strategic HR practices.

The rapid development of AI technologies has also
expanded organizational dependence on intelligent sys-
tems to support workforce efficiency and organizational
competitiveness. Al-driven HRM systems are capable
of processing large-scale workforce data and generating
predictive organizational insights that support manage-
rial decision-making. B6hmer and Schinnenburg (2023)
emphasized that Alimplementation in HRM contributes
to the development of organizational capabilities and
enhances strategic workforce management. In addi-
tion, Androniceanu (2025) highlighted that AI technolo-
gies increasingly influence HR processes, particularly in
organizational decision-making and administrative au-
tomation. Existing studies further indicate that Al inte-
gration within HRM contributes to organizational inno-
vation, digital transformation, and strategic workforce
optimization. However, despite these organizational ad-
vantages, the increasing reliance on Al technologies also
raises concerns regarding organizational governance,
transparency, and accountability within HRM systems.

Al Governance and Ethical Concerns

The growing adoption of AI technologies within
organizational systems has intensified discussions re-
garding AI governance and ethical accountability. Al
governance generally refers to organizational mecha-
nisms, regulatory structures, and ethical frameworks
designed to ensure that AI systems operate responsi-
bly, transparently, and fairly. In HRM contexts, gov-
ernance issues become increasingly important because
algorithmic systems directly influence employment de-
cisions, workforce monitoring, and organizational con-
trol mechanisms. Floridi et al. (2018) proposed that re-
sponsible Al systems should prioritize ethical principles
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such as fairness, accountability, transparency, and ex-
plainability. These principles are essential for ensur-
ing that organizational Al systems do not generate dis-
criminatory outcomes or undermine organizational le-
gitimacy. Consequently, governance structures are in-
creasingly viewed as critical components supporting re-
sponsible AI implementation in organizational environ-
ments.

Ethical concerns surrounding Al implementation
in HRM are primarily associated with algorithmic bias,
surveillance, privacy violations, and discriminatory
decision-making processes. Al recruitment systems
may unintentionally reproduce historical biases embed-
ded within organizational data, resulting in unfair em-
ployment outcomes. Similarly, algorithmic monitor-
ing systems may create excessive organizational surveil-
lance and threaten employee autonomy.

Aloisi (2024) argued that algorithmic management
systems create important challenges related to labor
rights, data protection, and workplace fairness. Like-
wise, Spadina (2023) emphasized that AI implemen-
tation in employment systems requires stronger legal
and ethical safeguards to prevent discriminatory prac-
tices and governance failures. Furthermore, Mittelstadt
(2019) argued that ethical principles alone are insuffi-
cient without effective governance mechanisms capable
of enforcing organizational accountability. These find-
ings suggest that organizations require comprehensive
governance structures capable of balancing technologi-
cal efficiency with ethical responsibility and workforce
protection.

The governance of AI systems within HRM also in-
volves explainability and organizational transparency.
AT systems frequently operate through complex algo-
rithmic models that are difficult for employees and or-
ganizational stakeholders to understand. This lack of
transparency may reduce organizational trust and in-
crease concerns regarding fairness and accountability.
Ethical governance therefore requires organizations to
develop explainable AI systems that allow employees
and managers to understand how organizational deci-
sions are generated.

Transparent Al governance mechanisms are par-
ticularly important within HRM because employment
decisions directly influence workforce opportunities,
career development, and organizational relationships.
Consequently, explainability and transparency increas-
ingly function as central dimensions supporting respon-
sible AI governance and organizational legitimacy.

Trust and Algorithmic Decision-Making

Trust represents one of the most significant dimen-
sions influencing the acceptance and effectiveness of Al
systems within organizational environments. Organi-
zational trust refers to employee confidence regarding
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the reliability, fairness, and legitimacy of organizational
systems and managerial practices. Mayer et al. (1995)
proposed that organizational trust is shaped by factors
such as integrity, competence, and benevolence. Within
Al-driven HRM systems, employee trust becomes par-
ticularly important because organizational decisions are
increasingly influenced by algorithmic processes and
automated technologies. Employees are more likely to
accept Al systems when organizational technologies are
perceived as transparent, explainable, and fair. Con-
versely, opaque algorithmic systems may generate dis-
trust, resistance, and concerns regarding organizational
fairness.

Recent studies demonstrate that trust toward Al
systems significantly influences employee adaptation,
organizational acceptance, and human-AI collaboration
within dynamic HRM contexts. Establishing this foun-
dation is critical, as Glikson and Woolley (2020) ex-
plained that trust in Al systems is strongly influenced
by operational transparency, algorithmic explainability,
and clear perceptions of fairness among users.

Nevertheless, Campino and Asvestopoulou (2025)
found that rapid AI expansion contributes to height-
ened employee concerns regarding long-term job se-
curity and potential workforce displacement. Simi-
larly, Omoush (2026) emphasized that effective human-
Al collaboration inherently depends on organizational
trust and proactive, employee-centered governance ap-
proaches. These findings indicate that trust functions
not only as a psychological factor but also as an essen-
tial governance dimension influencing the legitimacy
and sustainability of Alimplementation in modern HRM
systems. Therefore, organizations increasingly require
holistic, human-centered governance approaches capa-
ble of balancing algorithmic efficiency with employee
trust, organizational accountability, and strict ethical re-
sponsibility.

METHOD

Review Design

This study employed a systematic literature review
(SLR) approach to examine the development of research
concerning artificial intelligence (AI) governance in hu-
man resource management (HRM), particularly focus-
ing on ethics, trust, transparency, accountability, and
algorithmic decision-making. The SLR approach was se-
lected because it enables researchers to systematically
identify, evaluate, and synthesize existing academic lit-
erature in a transparent, structured, and reproducible
manner. Compared with conventional narrative re-
views, systematic literature reviews provide stronger
methodological rigor through explicit eligibility criteria,
structured screening procedures, and systematic the-
matic synthesis.
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This review followed the Preferred Reporting Items
for Systematic Reviews and Meta-Analyses (PRISMA)
2020 framework proposed by Page et al. (2021) to ensure
transparency throughout the identification, screening,
eligibility, and inclusion stages of the review process.
Furthermore, the methodological procedures adopted
in this study were aligned with systematic review princi-
ples in management and organizational research as sug-
gested by Sauer and Seuring (2023).

The review specifically focused on academic stud-
ies discussing Al implementation and governance
within organizational HRM contexts. The study aimed to
identify dominant thematic patterns, governance chal-
lenges, ethical implications, and conceptual relation-
ships emerging from previous studies concerning re-
sponsible Al implementation in HRM environments. In
addition, the review sought to synthesize fragmented
discussions regarding Al governance and provide an
integrated understanding of organizational challenges
associated with AI-driven HRM systems.

Search Strategy and Data Sources

The literature search process was conducted using
the Scopus database because it is widely recognized as
one of the most comprehensive academic databases cov-
ering high-quality peer-reviewed journals in manage-
ment, business, organizational studies, and technology-
related disciplines. Scopus was selected due to its broad
international coverage, strong indexing standards, and
extensive inclusion of interdisciplinary studies related
to Al, governance, and HRM.

The review focused on studies published between
2020 and 2026. The publication range was selected be-
cause discussions regarding responsible Al governance
in organizational HRM contexts have significantly ex-
panded following the accelerated adoption of AI tech-
nologies in workplaces after 2020. In particular, grow-
ing concerns related to algorithmic bias, ethical gov-
ernance, employee trust, digital surveillance, and AlI-
based decision-making became increasingly prominent
within HRM scholarship during this period. Therefore,
limiting the review to studies published between 2020
and 2026 enabled the analysis to capture recent devel-
opments and contemporary governance challenges as-
sociated with AI-driven HRM systems. The literature
search was conducted in Scopus on May 20, 2026. Con-
sequently, only studies indexed in the database up to the
search date were included in the review.

The search strategy employed Boolean search
queries combining keywords related to artificial intel-
ligence, governance, HRM, ethics, trust, and algorith-
mic decision-making. The primary search terms in-
cluded “artificial intelligence,” “AI governance,” “hu-
man resource management,” “ethics,” “trust,” “algorith-
mic decision-making,” and “digital HRM.” The search
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query was refined iteratively to improve the relevance
and specificity of the retrieved studies.

Only peer-reviewed journal articles written in En-
glish were included in the review process. Meanwhile,

Identification
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conference papers, editorials, book chapters, and non-
peer-reviewed publications were excluded to maintain
the academic quality, consistency, and comparability of
the dataset.

P

Identification of studies via databases and registers

*

Records identified from*;
Databases (n = 146)
Registers (n = 0)

s Records marked as ineligible

I

Screening

Records screened

k%
> Records excluded

(n = 128)
I

Reports sought for retrieval

> Reports not retrieved

(n = 46)
‘

Reports assessed for eligibility
(n = 46)

-

)

Included

— Technical Al-focused studies

A4

Studies included in review
(n=20)
Reports of included studies
(n=20)

Records removed before
screening.
Duplicate records removed (n = 18)

by automation tools (n = 0)

Records removed for other
reasons (n = 0)

(n=82)

(h=0)

Reports excluded:

without governance discussion
(h=9)

Al adoption studies outside
HRM contexts (n = 7)

Studies lacking ethics or
governance discussion (n = 6)
Conceptual papers without
empirical analysis (n = 4)

PRISMA Flow Diagram of Study Selection Process
Source. Author(s)’ own work.

Eligibility Criteria and Study Selection

The study selection process followed multiple
screening stages based on predefined inclusion and ex-
clusion criteria. The inclusion criteria consisted of: (1)
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studies focusing on AI implementation within HRM or
workforce management systems; (2) studies discussing
governance, ethics, trust, accountability, or algorith-
mic decision-making related to AI adoption; (3) peer-
reviewed journal articles; and (4) studies published be-
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tween 2020 and 2026. Meanwhile, studies were excluded
if they: (1) focused exclusively on technical AI devel-
opment without organizational relevance; (2) discussed
AT outside HRM or workforce management contexts;
(3) lacked substantial discussion regarding governance,
ethics, trust, or organizational implications; or (4) were
duplicate or incomplete records.

The study selection process was conducted system-
atically using the PRISMA 2020 framework to ensure
transparency and reproducibility throughout the review
process. The identification stage began with a com-
prehensive search in the Scopus database using pre-
defined Boolean search queries related to artificial in-
telligence, governance, human resource management,
ethics, trust, and algorithmic decision-making. The ini-
tial search identified 146 records. After removing 18 du-
plicate records, 128 studies remained for the title and ab-
stract screening process.

During the screening stage, 82 studies were ex-
cluded because they did not meet the inclusion criteria.
The excluded studies primarily consisted of articles dis-
cussing Al applications outside HRM contexts, studies
focusing mainly on technical AI development without
organizational governance implications, studies unre-
lated to ethics or Al governance, and publications lack-
ing relevance to workforce management environments.

Subsequently, 46 reports proceeded to the full-text
eligibility assessment stage. During this stage, 26 studies
were excluded for several reasons: (1) studies focused
primarily on technical AI systems without discussing or-
ganizational governance implications (n = 9); (2) studies
discussing AI adoption outside HRM or workforce man-
agement contexts (n = 7); (3) studies lacking substantial
discussion regarding ethics, trust, accountability, or al-
gorithmic governance (n = 6); and (4) conceptual or the-
oretical papers without sufficient empirical or organiza-
tional analysis related to Al governance in HRM (n = 4).

The final review included 20 peer-reviewed stud-
ies that were considered highly relevant to the research
objectives. These studies formed the basis for the the-
matic synthesis and conceptual analysis conducted in
this review. The detailed identification, screening, el-
igibility, and inclusion process is presented in Figure
1. The final dataset consists of studies specifically ad-
dressing organizational governance challenges associ-
ated with Al-driven HRM systems. The selected studies
provide substantial discussion regarding ethics, trust,
accountability, transparency, and algorithmic decision-
making within organizational contexts.

Data Extraction and Analysis Strategy

The data extraction process was conducted sys-
tematically to identify relevant information from the
selected studies. The extracted data included author
names, publication years, research contexts, study ob-
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jectives, methodologies, governance dimensions, and
major findings related to AI governance in HRM. Each
study was reviewed carefully to identify recurring con-
cepts, governance challenges, and organizational impli-
cations associated with AI-driven HRM systems.

The data analysis process employed a thematic
synthesis approach to classify and interpret the major
themes emerging from the reviewed studies. The the-
matic coding process focused on four primary dimen-
sions: (1) ethical challenges, (2) trust toward Al systems,
(3) algorithmic decision-making, and (4) Al governance
mechanisms. Thematic synthesis was selected because
it enables researchers to integrate findings from diverse
organizational contexts and methodological approaches
while identifying conceptual relationships across stud-
ies. Through this process, the review generated an in-
tegrated conceptual understanding of Al governance in
HRM and identified major research gaps and future re-
search directions within the existing literature.

RESULTS

Characteristics of Included Studies

The systematic review identified 20 studies that met
the predefined inclusion criteria and were subsequently
analyzed through thematic synthesis. Table 1 presents
the characteristics of the selected studies, including the
authors, publication years, research objectives, method-
ological approaches, organizational contexts, and prin-
cipal findings.

The reviewed studies demonstrate increasing
scholarly attention toward artificial intelligence (AI)
governance within human resource management
(HRM), particularly concerning ethics, trust, algorith-
mic decision-making, and workforce governance. Most
of the included studies were published between 2023
and 2026, indicating that responsible AI governance in
HRM has emerged as a rapidly expanding research area
in recent years.

The literature also reflects substantial contextual
diversity. The reviewed studies examined Al implemen-
tation across multiple organizational environments, in-
cluding manufacturing industries, public administra-
tion, healthcare organizations, SMEs, tourism indus-
tries, digital HRM systems, recruitment platforms, and
algorithmic management environments. Geographi-
cally, the studies covered both developed and devel-
oping contexts, including China, Germany, Australia,
Croatia, Morocco, Kuwait, Poland, Romania, Tirkiye,
India, South Africa, Pakistan, Jordan, Spain, and Euro-
pean Union governance systems. This contextual varia-
tion suggests that Al governance challenges in HRM are
not restricted to particular industries or national con-
texts but increasingly represent a global organizational
concern.
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No Author(s) & Year Research Objective Method Context / Research Key Findings
Object and Country

1 Zhangetal. (2024) To develop an Al-based Predictive analytics ~ Fashion manufacturing  Al-driven decision systems improved
decision support framework and MCDM industry, China ergonomic assessment accuracy and
for ergonomic optimization in framework supported more efficient workforce
manufacturing processes. management decisions.

2 Bohmer and To examine how Al-driven Conceptual and Organizational HRM Effective AI governance requires
Schinnenburg HRM contributes to organizational governance, Germany balancing technological capability with
(2023) organizational capability analysis ethical and organizational

development. accountability.

3 Wiblen and To analyze the implications of Qualitative HRM Digital talent Automation transformed HR roles and
Marler (2021) automated talent decisions analysis management, Australia  increased concerns regarding

for HR professionals. transparency and professional
judgment in recruitment.

4 Spadina (2023) To explore legal and ethical Legal analysis Employment and labor Al adoption in employment raises
issues surrounding Al use in regulation, Croatia challenges related to discrimination,
employment processes. privacy, and legal accountability.

5 Fu(2026) To investigate the relationship Quantitative Financial enterprises, Employee willingness to protect
between Al awareness and mediation analysis ~ China professional boundaries mediated the
employee career resilience. relationship between Al awareness and

career resilience.

6 IbourkandEl To assess the role of Al and Empirical Tourism industry, Al-based recruitment increased
Alami (2026) digitalization in tourism employability study Morocco efficiency but also highlighted skill

employability and gaps and employability inequalities
recruitment practices. among graduates.

7  Alainati etal. To examine organizational Organizational Al-driven marketing and Organizational readiness, leadership
(2025) readiness for Al adoptionin  readiness analysis HRM, Kuwait support, and employee adaptation

HRM-supported marketing significantly influenced AI adoption
activities. success.

8 BilonandLitwin To analyze HRM digitalization Organizational case  Ship design companies,  HR digitalization improved operational
(2023) processes in multidisciplinary analysis Poland coordination but required stronger

companies. governance mechanisms and
workforce adaptation.

9  Androniceanu To evaluate AI Public Government HR Al enhanced administrative efficiency,
(2025) implementation in public administration processes, Romania although governance and ethical

administration HR processes. analysis oversight remained critical concerns.

10  Yabanci (2023) To explore intelligent HRM Conceptual and SMEs and intelligent Intelligent HRM systems supported
practices in SMEs undergoing SME-focused HRM, Tiirkiye organizational agility and
digital transformation. analysis competitiveness during digital

transformation.

11 Satish et al. (2025) To investigate the role of Leadership and Healthcare sector, India  AI-supported leadership improved
Al-enabled transformational ~ workforce analysis workforce performance, adaptability,
leadership in healthcare and operational effectiveness.
management.

12 Mihaietal. (2023) To examine Al-based digital =~ Organizationaland  European Union Successful digital transformation
transformation in EU policy analysis organizations depended on governance quality,
organizations. institutional readiness, and

technological integration.

13 Poisat et al. (2024) To explore HR managers’ Qualitative Workforce management, HR managers perceived Al as both an
perceptions of Alimpacts on  perception study South Africa opportunity for efficiency and a threat
the workforce. to employment stability and trust.

14  Votto etal. (2021) To systematically review Al Systematic literature HRM systems and AL Al integration enhanced recruitment,
applications in tactical HRM. review integration selection, and workforce analytics but

raised concerns about ethics and bias.

15 Onyshchenkoet To propose a method for Intelligent evaluation HR evaluation systems,  Al-based evaluation systems integrated
al. (2026) evaluating human resource model Ukraine hard and soft skills more

value using intelligent comprehensively for workforce
systems. assessment.

16  Aloisi (2024) To analyze the regulation of =~ Regulatory and legal Labor governance inthe Algorithmic management requires
algorithmic managementin  analysis EU stronger protections regarding data
the European Union. privacy, non-discrimination, and

worker rights.

17 Malik et al. (2022) To investigate employee Quantitative Industry 4.0 Al adoption influenced employee

responses toward Al
implementation in Industry
4.0 organizations.

employee analysis

organizations, Pakistan

perceptions of job security,
performance expectations, and
workplace adaptation.
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No Author(s) & Year Research Objective Method

Context / Research
Object and Country

Key Findings

18 Usman etal.
(2025)

To map the intellectual
development of AI-HRM
integration research from
2000-2024.

To examine human-Al
collaboration and employee
outcomes in HRM.

19 Omoush (2026) Empirical

20 Campino and
Asvestopoulou
(2025)

To examine the relationship
between trust in Al services

and fear of job displacement. analysis

Bibliometric review

collaboration study

Quantitative survey
and regression

Global AI-HRM literature AI-HRM research increasingly focuses
on governance, ethics, trust, and
employee-centered approaches.

E-supply chain
management, Jordan

Human-AI collaboration positively
affected employee outcomes when
supported by organizational trust and
adaptive management.

Fear of job displacement reduced trust
in AI, while adaptability and
institutional trust strengthened trust in
Al services.

Al service users across
industries

Source. Author(s)’ own work.

Methodologically, the reviewed literature demon-
strates a combination of conceptual, qualitative, quanti-
tative, legal, organizational, and empirical approaches.
Several studies employed conceptual or governance-
oriented analyses to examine organizational transfor-
mation and ethical accountability associated with Al
adoption in HRM (Aloisi, 2024; Schinnenburg & Boh-
mer, 2025). In contrast, empirical and quantitative stud-
ies focused more strongly on employee trust, job inse-
curity, workforce adaptation, and organizational accep-
tance of AI systems (Campino & Asvestopoulou, 2025;
Fu, 2026; Malik et al., 2022). Other studies emphasized
algorithmic recruitment systems, digital HRM trans-
formation, and Al-assisted managerial decision-making
(Wiblen & Marler, 2021).

Despite methodological diversity, the reviewed
studies collectively indicate that AI governance in HRM
is increasingly understood as an interdisciplinary is-
sue involving technological capability, organizational
accountability, workforce protection, and ethical gover-
nance.

Ethical Challenges in AI-HRM

One of the strongest convergent patterns across
the reviewed studies concerns the emergence of ethical
challenges associated with Al implementation in HRM
systems. Although the studies examined different or-
ganizational contexts and methodological approaches,
most consistently identified fairness, discrimination,
transparency, surveillance, and accountability as major
governance concerns.

Several studies specifically emphasized that Al-
driven recruitment and workforce analytics systems
may reproduce organizational bias because algorithmic
models are frequently trained using historical employ-
ment data. Studies focusing on legal and governance di-
mensions argued that algorithmic systems may uninten-
tionally reinforce discrimination within recruitment,
promotion, and workforce evaluation processes (Aloisi,
2024; Spadina, 2023). Similar concerns were identi-
fied in organizational and employee-centered studies,
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which showed that employees frequently perceive AI-
based management systems as potentially unfair or in-
sufficiently transparent (Malik et al., 2022; Poisat et al.,
2024).

The reviewed studies also demonstrate conver-
gence regarding the relationship between algorithmic
management and organizational surveillance. Aloisi
(2024) argued that algorithmic governance systems
may weaken labor protections and increase manage-
rial surveillance over workers. Comparable findings
emerged in workforce-oriented studies, where employ-
ees expressed concerns regarding reduced professional
autonomy and declining human judgment within re-
cruitment and performance evaluation systems (Wiblen
& Marler, 2021). These findings collectively indicate that
ethical challenges are not limited to technical algorith-
mic bias but extend to broader organizational power re-
lations and workforce governance structures.

However, some divergence also appears across
the literature. Studies emphasizing organizational effi-
ciency and digital transformation tended to portray Al
implementation as beneficial for operational coordina-
tion, productivity, and workforce optimization (Bilon &
Litwin, 2023). In contrast, legal and employee-centered
studies more strongly emphasized ethical risks, labor
vulnerability, and governance failures associated with
excessive reliance on algorithmic systems. This diver-
gence suggests that the perception of AI governance
challenges frequently depends on analytical orienta-
tion. Organizational performance studies tend to prior-
itize efficiency outcomes, whereas governance-oriented
studies prioritize ethical safeguards and workforce pro-
tection.

Despite these differences, the literature supports
the conclusion that effective Al governance in HRM
requires balancing technological efficiency with ethi-
cal accountability, transparency, and organizational re-
sponsibility. Across the reviewed studies, governance
failures frequently emerged when organizations prior-
itized automation and predictive efficiency without im-
plementing sufficient ethical oversight mechanisms.
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Trust Toward Al Systems

Trust emerged as another dominant and highly in-
terconnected theme across the reviewed studies. The
literature consistently demonstrates that employee trust
significantly influences organizational acceptance, le-
gitimacy, and sustainability of Al-driven HRM systems.

A strong convergent pattern across empirical
studies indicates that transparency and explainability
function as critical determinants of trust toward Al
systems. Employees are more likely to accept Al-
assisted decision-making when organizational systems
are perceived as understandable, fair, and accountable
(Campino & Asvestopoulou, 2025; Fu, 2026). Similarly,
HR professionals and managers emphasized that em-
ployee trust depends on organizational communication,
governance transparency, and managerial accountabil-
ity during AI implementation processes (Poisat et al.,
2024).

Several studies also converged in identifying Al-
related anxiety and job insecurity as major barri-
ers affecting workforce acceptance. Campino and
Asvestopoulou (2025) demonstrated that concerns re-
garding job displacement negatively influence employee
trust toward organizational AI systems. Comparable
findings emerged in Malik et al. (2022), where Al
adoption affected employee perceptions of job security,
workplace stability, and performance expectations. Fu
(2026) similarly showed that employee awareness of Al
technologies influences adaptation processes and career
resilience. Collectively, these studies indicate that trust
toward Al systems is closely linked to employee percep-
tions regarding workforce protection and organizational
fairness.

At the same time, divergence emerges regarding
the extent to which AI systems are perceived positively
by organizational actors. Some studies portrayed AI im-
plementation as an opportunity to improve workforce
performance, adaptability, and organizational effective-
ness (Omoush, 2026; Satish et al., 2025). In contrast,
other studies highlighted employee fears regarding de-
humanization, declining autonomy, and reduced em-
ployment security.

This divergence suggests that trust toward Al sys-
tems is not determined solely by technological capabil-
ity but also by organizational governance quality and
implementation strategy. Studies emphasizing human-
centered governance approaches generally reported
more positive workforce outcomes, whereas studies in-
volving opaque or poorly communicated AI systems
identified stronger resistance and distrust among em-
ployees.

Overall, the reviewed literature collectively demon-
strates that trust should not be interpreted merely as
an individual psychological response. Instead, trust
functions as an organizational governance mechanism
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shaped by transparency, explainability, communication
practices, ethical safeguards, and employee participa-
tion in Al implementation processes.

Algorithmic Decision-Making and Governance
Mechanisms

The reviewed studies consistently demonstrate
that algorithmic decision-making increasingly shapes
organizational HRM practices, particularly in recruit-
ment, workforce analytics, performance evaluation, tal-
ent management, and predictive organizational sys-
tems.

Several studies converged in arguing that Al-
assisted systems significantly improve organizational ef-
ficiency and managerial decision-making capacity. Var-
ious studies examining the digital transformation of
human resource management (HRM) and intelligent
workforce management systems emphasize the strate-
gic value of artificial intelligence (AI) for organizational
coordination and performance management (Mihai et
al., 2023; Yabanci, 2023).

However, the literature also demonstrates substan-
tial convergence regarding the risks associated with ex-
cessive dependence on algorithmic systems. Wiblen
and Marler (2021) argued that automated decision sys-
tems may reduce professional judgment and alter the
strategic role of HR professionals. Comparable con-
cerns emerged in governance-oriented studies empha-
sizing that algorithmic systems often operate as opaque
“black-box” technologies that are difficult for employees
and organizational stakeholders to interpret (Andron-
iceanu, 2025).

An important pattern emerging across the litera-
ture is the growing recognition that technological effi-
ciency alone is insufficient for sustainable Al implemen-
tation in HRM. Studies consistently emphasized the im-
portance of governance mechanisms capable of main-
taining organizational accountability and workforce le-
gitimacy. Several studies specifically highlighted the im-
portance of (a) explainable Al systems; (b) ethical audit-
ing mechanisms; (c) transparency protocols; (d) human
oversight structures; and (e) employee-centered gover-
nance approaches.

Omoush (2026) emphasized that effective human-
AT collaboration depends on adaptive governance sys-
tems capable of balancing automation with human man-
agerial oversight. Similarly, Androniceanu (2025) ar-
gued that ATl implementation requires institutional gov-
ernance structures capable of maintaining accountabil-
ity, transparency, and ethical responsibility.

Nevertheless, divergence exists regarding the ex-
tent to which organizations are institutionally prepared
to implement responsible Al governance. Studies ex-
amining organizational readiness and leadership adap-
tation generally portrayed Al implementation as man-
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ageable when supported by governance structures and
workforce adaptation mechanisms (Alainati et al., 2025;
Satish et al., 2025). Conversely, legal and workforce-
centered studies argued that many organizations still
lack adequate governance safeguards to prevent algo-
rithmic discrimination, privacy violations, and work-
force exploitation.

Taken together, the reviewed studies collectively
indicate that algorithmic decision-making and gover-
nance mechanisms are deeply interconnected dimen-
sions within AI-driven HRM systems. Organizational le-
gitimacy increasingly depends not only on technological
performance but also on the capacity of governance sys-
tems to maintain fairness, transparency, accountability,
and employee trust.

Integrative Thematic Synthesis

The thematic synthesis reveals that ethics, trust,
algorithmic decision-making, and governance in Al-
driven HRM are deeply interconnected. While weak
governance and opacity drive employee distrust and or-
ganizational resistance, transparent systems with hu-
man oversight and adaptive governance foster positive
workforce outcomes and organizational legitimacy. Fur-
thermore, AI-HRM scholarship has shifted conceptu-
ally. Rather than prioritizing mere technological ca-
pabilities and organizational efficiency, recent litera-
ture increasingly emphasizes employee-centered gover-
nance, ethical accountability, workforce protection, and
responsible Al implementation. Consequently, respon-
sible AI governance in HRM transcends technological
boundaries. It presents a multidimensional organiza-
tional challenge that demands integrated frameworks
to effectively balance automation with ethical respon-
sibility, workforce trust, organizational legitimacy, and
managerial accountability.

DISCUSSION

Theoretical Contributions

The findings of this systematic literature review
demonstrate that artificial intelligence (AI) governance
within human resource management (HRM) has evolved
into a multidimensional organizational issue involving
ethics, trust, accountability, and algorithmic decision-
making. The reviewed studies consistently indicate that
Al implementation in HRM extends beyond technolog-
ical automation and increasingly influences organiza-
tional legitimacy, workforce governance, and manage-
rial responsibility. Previous studies concerning Al in
HRM have often focused primarily on technological ef-
ficiency and digital transformation, while governance-
related dimensions remain fragmented and conceptu-
ally disconnected. This review therefore contributes to
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the existing literature by integrating ethical governance,
employee trust, and algorithmic decision-making into a
unified conceptual discussion.

The findings also reinforce previous arguments
suggesting that responsible Al implementation requires
organizational governance mechanisms capable of bal-
ancing technological innovation with ethical account-
ability. Floridi et al. (2018) argued that AI sys-
tems should operate according to principles of trans-
parency, fairness, accountability, and explainability.
Similarly, Mittelstadt (2019) emphasized that ethical
principles alone are insufficient without effective gover-
nance structures capable of enforcing organizational re-
sponsibility. The reviewed studies demonstrate that or-
ganizations implementing AI-driven HRM systems fre-
quently encounter governance challenges associated
with algorithmic bias, workforce surveillance, discrim-
inatory outcomes, and limited transparency. Conse-
quently, governance mechanisms increasingly function
as strategic organizational safeguards designed to main-
tain workforce trust and organizational legitimacy.

In addition, this review highlights the importance
of integrating trust dimensions into AI governance dis-
cussions within HRM contexts. Existing studies fre-
quently discuss trust, ethics, and governance separately,
resulting in fragmented conceptual understandings re-
garding responsible Al implementation. However, the
findings of this review indicate that employee trust sig-
nificantly influences organizational acceptance of Al
systems and determines the legitimacy of algorithmic
decision-making processes. Glikson and Woolley (2020)
explained that explainability and transparency are fun-
damental factors shaping trust toward Al systems. Trust
is strongly associated with integrity, competence, and
organizational reliability. Therefore, this review con-
tributes theoretically by positioning trust as a central
governance dimension influencing responsible AI im-
plementation within HRM systems.

Before presenting the future research agenda,
the review identifies several important research gaps
emerging from the existing literature. The reviewed
studies demonstrate that AI governance research within
HRM remains dominated by discussions concerning
technological implementation and operational effi-
ciency, while governance integration and employee-
centered approaches remain underdeveloped.

Table 2 demonstrates that future research should
increasingly focus on integrated governance approaches
capable of balancing organizational efficiency with
ethical accountability and workforce protection. Fu-
ture studies should also examine cross-cultural gover-
nance practices, explainable Al systems, and employee-
centered governance mechanisms to strengthen respon-
sible Al implementation within organizational HRM en-
vironments.
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Research Gap

Evidence from Literature

Future Direction

Fragmented governance discussions
discussed separately
Limited Global South perspectives
organizational contexts
Weak explainability mechanisms
technologies
Limited employee-centered governance
perspectives dominate

Ethics, trust, and governance often
Most studies focus on Western
Al systems frequently operate as black-box

Technical and organizational efficiency

Development of integrated Al governance
frameworks

Cross-cultural and Global South HRM
governance studies

Development of explainable Al systems in
HRM

Human-centered and participatory Al
governance models

Source. Author(s)’ own work.

Managerial Implications and Conceptual Synthesis
Framework

The findings of this review indicate that organi-
zations can no longer rely exclusively on technologi-
cal efficiency when implementing Al-driven HRM sys-
tems. Instead, organizations increasingly require gov-
ernance mechanisms capable of ensuring transparency,
accountability, fairness, explainability, and workforce
protection. Across the reviewed studies, Al technologies
were consistently associated with organizational recruit-
ment systems, workforce analytics, employee evalua-
tion, predictive decision-making, and algorithmic man-
agement practices. Consequently, governance failures
within Al-driven HRM systems may directly affect em-
ployee trust, organizational legitimacy, and workforce
sustainability.

Several studies included in this review empha-
sized the importance of human-centered governance
approaches in strengthening organizational acceptance
of Al systems and reducing workforce resistance. Aloisi
(2024) highlighted that algorithmic management sys-

tems require stronger governance structures to pro-
tect labor rights, workplace fairness, and data pri-
vacy. Likewise, Omoush (2026) emphasized that ef-
fective human-AI collaboration depends on organiza-
tional transparency, adaptive governance systems, and
employee-centered implementation strategies. Simi-
lar governance concerns were also identified in studies
discussing algorithmic accountability, organizational
trust, and transparency within Al-assisted HRM systems
(Campino & Asvestopoulou, 2025; Poisat et al., 2024;
Spadina, 2023).

Based on the thematic synthesis of the reviewed
studies, this review proposes an integrative concep-
tual synthesis framework explaining the interrelation-
ship among ethics, trust, algorithmic decision-making,
and governance mechanisms within AI-driven HRM sys-
tems. The framework presented in Table 3 does not rep-
resent a direct adaptation of a single pre-existing theo-
retical model. Instead, it constitutes an original concep-
tual synthesis developed inductively from the dominant
thematic patterns identified throughout the systematic
review process.

Conceptual Synthesis Framework of Al Governance in HRM

Dimension Dominant Issues Identified in the Literature Governance Response Derived from the Review
Ethics Bias, discrimination, surveillance, privacy concerns, Ethical auditing, fairness monitoring, and explainable
and unfair organizational outcomes Al systems
Trust Employee resistance, low Al acceptance, job Transparency mechanisms, organizational
insecurity, and distrust toward opaque systems communication, and participatory governance
Algorithmic Overdependence on automated systems and Human oversight, hybrid decision-making, and
Decision-Making declining human judgment in HR processes accountability safeguards
Governance Weak organizational accountability, limited Integrated governance frameworks, compliance

transparency, and insufficient regulatory control

systems, and adaptive oversight mechanisms

Source. Author(s)’ own work.

More specifically, the ethical dimension emerged
from studies emphasizing algorithmic bias, discrimina-
tion, privacy concerns, and surveillance risks associated
with Al implementation in employment systems (Aloisi,
2024; Spadina, 2023). The trust dimension was derived
from studies demonstrating that employee acceptance
of Al systems is strongly influenced by transparency,
explainability, perceived fairness, and organizational
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communication practices (Campino & Asvestopoulou,
2025; Fu, 2026; Poisat et al., 2024). Meanwhile, the al-
gorithmic decision-making dimension was informed by
studies examining Al-assisted recruitment systems, pre-
dictive workforce analytics, and automated managerial
decision structures (Wiblen & Marler, 2021). Finally, the
governance dimension emerged from studies emphasiz-
ing accountability mechanisms, human oversight, ethi-
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cal auditing, and institutional governance structures re-
quired for responsible AI implementation.

Therefore, the framework was constructed as an
integrative interpretation of recurring cross-study pat-
terns rather than as an isolated conceptual proposition.
The framework synthesizes how the reviewed studies
collectively position governance mechanisms as medi-
ating structures balancing technological efficiency with
workforce protection, organizational legitimacy, and
ethical accountability.

The framework presented in Table 3 demonstrates
that ethics, trust, algorithmic decision-making, and gov-
ernance mechanisms are highly interconnected dimen-
sions shaping responsible Al implementation within
HRM systems. The reviewed studies collectively indi-
cate that ethical failures frequently reduce employee
trust, while insufficient governance structures weaken
organizational accountability and transparency. Con-
sequently, governance mechanisms function not only
as operational controls but also as organizational safe-
guards supporting workforce legitimacy and sustainable
AT adoption.

To further strengthen the conceptual interpreta-
tion of the thematic synthesis findings, this review also
proposes a conceptual model illustrating the sequential
and interactive relationships among Al governance di-
mensions within HRM systems.

The conceptual model presented in Figure 2 was
developed inductively from the thematic synthesis find-
ings generated through the systematic review. The
model illustrates how AI adoption within HRM sys-
tems initiates algorithmic decision-making processes
that subsequently generate ethical challenges related
to bias, surveillance, transparency, and accountability.
These ethical conditions then influence employee trust
and workforce acceptance, which ultimately shape orga-
nizational legitimacy and the effectiveness of Al imple-
mentation.

The model further demonstrates that governance
mechanisms such as transparency protocols, ethical au-
diting, explainability systems, and managerial oversight
function as mediating structures regulating the rela-
tionship between AI adoption and organizational out-
comes. In this framework, responsible AI governance is
achieved when organizations successfully balance tech-
nological capability with ethical safeguards, workforce
trust, and institutional accountability.

Importantly, the conceptual model should not be
interpreted as a universal causal theory applicable to all
organizational contexts. Instead, the model represents
an integrative conceptual interpretation derived from
recurring patterns identified across the reviewed stud-
ies. The model therefore functions as a theoretical syn-
thesis framework intended to clarify the interconnected
governance dimensions emerging within contemporary
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AI-HRM scholarship.

The proposed framework also reflects a broader
conceptual shift within the literature. Earlier studies
frequently emphasized technological efficiency and dig-
ital transformation as primary indicators of success-
ful Al implementation. However, the reviewed studies
increasingly demonstrate that sustainable AI adoption
within HRM depends not only on technological capabil-
ity but also on employee trust, ethical legitimacy, gover-
nance transparency, and organizational accountability.
Consequently, responsible AI governance increasingly
requires integrated and human-centered organizational
approaches capable of balancing automation with work-
force protection and managerial responsibility.

Conceptual Model of Al Governance in HRM
Source. Author(s)’ own work.

Limitations and Future Research Directions

Despite providing important conceptual insights
regarding AI governance in HRM, this review has sev-
eral limitations. First, the review relied exclusively
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on the Scopus database, potentially limiting the in-
clusion of relevant studies indexed in other academic
databases. Second, the review focused only on peer-
reviewed English-language journal articles published
between 2020 and 2026. Consequently, relevant stud-
ies published in other languages or publication formats
may not have been captured within the dataset. Third,
the reviewed studies remain heavily concentrated in
technologically advanced organizational environments,
limiting broader cross-cultural understanding regarding
AT governance practices.

Future studies should therefore examine AI gov-
ernance within more diverse organizational and cul-
tural contexts, particularly in Global South environ-
ments where organizational structures, workforce dy-
namics, and governance practices may differ signifi-
cantly from Western organizational systems. Future re-
search should also focus on explainable Al systems, gov-
ernance maturity models, ethical auditing mechanisms,
and participatory governance approaches capable of im-
proving workforce trust and organizational accountabil-
ity. Furthermore, empirical studies examining long-
term organizational outcomes associated with AI gov-
ernance implementation would significantly strengthen
the development of responsible and sustainable HRM
systems.

CONCLUSION

This systematic literature review demonstrates
that artificial intelligence (AI) governance within human
resource management (HRM) has evolved into a multi-
dimensional organizational issue involving ethics, trust,
accountability, and algorithmic decision-making. The
findings indicate that AI-driven HRM systems provide
important organizational benefits through automation,
predictive analytics, and digital workforce management;
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however, these technologies also generate substantial
governance challenges related to bias, surveillance,
transparency, explainability, and employee trust. The
review further reveals that ethical concerns, workforce
acceptance, and governance mechanisms are highly in-
terconnected dimensions shaping the legitimacy and
sustainability of AI implementation within HRM en-
vironments. Consequently, Al governance should no
longer be viewed solely as a technological issue but
rather as an organizational and managerial responsi-
bility requiring balanced integration between techno-
logical innovation and ethical accountability. Respon-
sible Al implementation therefore depends on gover-
nance mechanisms capable of ensuring transparency,
fairness, explainability, and human oversight within or-
ganizational decision-making systems.

This review contributes to the growing litera-
ture on Al governance and HRM by providing an in-
tegrated conceptual understanding connecting ethical
governance, employee trust, and algorithmic decision-
making within organizational contexts. The findings
emphasize the importance of human-centered gover-
nance approaches that balance organizational efficiency
with workforce protection and managerial accountabil-
ity. In practical terms, organizations implementing
Al-driven HRM systems should strengthen governance
frameworks through ethical auditing mechanisms, ex-
plainable AI systems, transparency protocols, and par-
ticipatory oversight structures. Furthermore, future
HRM systems will increasingly require hybrid gover-
nance approaches capable of integrating technological
advancement with organizational legitimacy and em-
ployee trust. Future studies are encouraged to examine
cross-cultural governance practices, governance matu-
rity models, and long-term organizational outcomes as-
sociated with responsible AI implementation in HRM
systems.
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