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Abstract 

In the contemporary business landscape, achieving organizational sustainability necessitates the integration of 

innovative strategies that align human resource practices with technological advancements. This study explores the 

synergistic potential of Strategic Human Resource Management (SHRM) and Artificial Intelligence (AI) in fostering 

sustainable organizational performance. By examining the interplay between Organizational Learning (OL), Corporate 

Social Responsibility (CSR), and AI-driven HR practices, the research highlights how these elements collectively 

contribute to long-term sustainability goals. The findings indicate that SHRM practices, when augmented by AI 

technologies, enhance decision-making processes, streamline HR functions, and promote a culture of continuous 

learning and ethical responsibility. Moreover, AI facilitates efficient knowledge management and predictive analytics, 

enabling organizations to proactively address challenges and adapt to dynamic environments. The study underscores 

the importance of a human-centric approach in AI integration, ensuring that technological advancements complement 

human values and ethical considerations. By adopting a strategic framework that combines SHRM and AI, organizations 

can achieve resilience, agility, and a competitive edge in their pursuit of sustainability. 

Keywords: Strategic Human Resource Management (SHRM), Artificial Intelligence In HRM (AI-HRM), Sustainable 

Human Resource Management (Sustainable HRM), Predictive Analytics In HR, Organizational Learning & Resource 

Optimization. 

1. Introduction 

The pursuit of organizational sustainability has emerged as a pivotal strategic objective in the 21st-century business 

landscape, shaped by growing stakeholder scrutiny, environmental regulations, and heightened awareness of social 

responsibility. Companies are increasingly expected to harmonize profitability with environmental stewardship and 

social well-being—commonly conceptualized through the ESG (Environmental, Social, Governance) framework. 

However, while environmental and governance metrics are often measurable, the “social” element—capturing 

workforce diversity, employee engagement, well-being, and ethical workplace practices—remains challenging due to 

its qualitative nature(Emerald, The Guardian). 

Enter Strategic Human Resource Management (SHRM), which takes a proactive and aligned approach to managing 

human capital as a driver of sustainable performance. SHRM emphasizes integrating HR strategies with organizational 

goals—covering recruitment, training, performance appraisal, and employee retention—to create value that supports 

competitive advantage. But to truly embed ESG principles, HR requires more than good intentions; it needs powerful 

tools to measure, analyze, and act on complex data streams. This is where Artificial Intelligence (AI) plays a 

transformative role[1]. 

AI, including machine learning, predictive analytics, and automation, is redefining HR processes. In recruitment, it 

enables automated screening, reducing administrative load and potentially mitigating human bias, although concerns 

about algorithmic fairness persist(Wikipedia). In performance management and career development, AI supports 

real-time feedback and personalized learning paths, boosting employee growth while aligning capabilities with strategic 

goals(AI for Social Good). Predictive workforce analytics allow HR to identify turnover risks and proactively engage 

at-risk employees—a critical step in reducing attrition and retaining talent. 

Crucially, AI enables measurement of the often-elusive “S” factor in ESG. Robust HR platforms—seen in leading tools 

like Sage People—integrate AI-driven analytics to monitor diversity metrics, pay equity, social mobility programs, and 

well-being surveys across regions and roles. This holistic dashboard allows for timely insights, supports regulatory 

disclosures, and fosters employee trust through transparency(The Guardian). 

Despite the efficiencies, applying AI in HR also introduces complex ethical, psychological, and managerial challenges. 

Algorithmic bias, privacy risks, reduction of human judgment, and monitoring-induced stress (“technostress”) are 

potential pitfalls if left unchecked(Human Resource Journal). Maintaining a human-centric ethos is thus critical: leading 

structures advocate hybrid governance where AI supports—not replaces—human decision-making, safeguarding 

fairness, accountability, and employee trust. 

Furthermore, the strategic integration of AI into HR requires leaders to adopt adaptive, digitally fluent leadership. Rather 

than viewing AI as a tool reserved for IT, leadership must enable HR teams to champion AI usage, foster continuous 

learning, and restructure workflows to reflect AI’s role as collaborator—not just implementer(Emerald). This cultural 

and organizational shift can lead to novel structures—fluid, project-based teams augmented by AI capabilities—

departing from traditional hierarchies(WIRED). 

Empirical research links AI-enhanced HR practices to improved employee engagement, which in turn mediates gains 

in sustainable organizational performance(Emerald). Theoretical models, including the AMO 
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(Ability-Motivation-Opportunity) framework, illustrate that AI-driven sustainable HRM strengthens employee ability 

(via personalized learning), motivation (via feedback/recognition), and opportunity (via streamlined processes), 

resulting in enhanced performance and sustainability outcomes [2]. 

In sum, the intersection of SHRM and AI holds substantial promise as a strategic lever for sustainability. When guided 

by ethical frameworks and human-AI governance, AI amplifies HR’s capacity to embed ESG in operations and culture, 

yielding measurable improvements in social impact and organizational resilience. As the following sections will 

explore, the synergy between strategic HR practices and AI is key to unlocking sustainable, future-ready workplaces. 

2. Literature Review and Hypotheses Development 

S.no Theme & Source Key Findings Gap / Insight Hypothesis 

1 

AI insights → SHRM 

(UAE HE, Spring 2025) 

(PJLSS, SpringerLink) 

AI-driven insights significantly 

enhance sustainable HRM via 

process and decision 

optimization. 

Need 

generalization 

beyond HE 

context. 

H1: AI insights positively 

influence sustainable 

HRM performance. 

2 

AI-SHRM: engagement 

& conscientiousness 

(China 2024) 

Engagement mediates 

HRM→performance; 

conscientiousness moderates. 

Needs diverse 

context validation. 

H2: Engagement 

mediates AI-SHRM → 

performance. 

3 

AI-augmented HRM for 

SOP (Bangladesh, MDPI 

2024) 

Organizational strategy → AI-

HRM → SOP; digital culture 

plays lesser role. 

Measure digital 

culture impact 

longitudinally. 

H3: Org strategy 

moderates AI-HRM → 

SOP. 

4 

AI + Green HRM 

synergy (Springer 2024) 

AI tools optimize green training, 

talent; eco-engagement 

improves. 

Quantify 

sustainability 

performance. 

H4: AI-augmented 

GHRM improves green 

engagement. 

5 

AI in GHRM (Emerald 

review 2024) 

AI and GHRM synergize to 

instill eco-behavior. 

Empirical 

performance 

metrics absent. 

H5: AI+GHRM enhances 

green behavior & 

outcomes. 

6 

AI eco-HRM (AFJBS 

2024) 

AI eco-HRM frameworks 

optimize processes and 

sustainability outcomes. 

Ethical 

considerations 

need clarity. 

H6: Ethics moderate eco-

HRM effectiveness. 

7 

Green AI HRM survey 

(RG 2022) 

AI-supported GHRM boosts 

environmental & social 

sustainability. 

Limited employee 

perception study. 

H7: Employee perception 

moderates GHRM 

outcomes. 

8 

Green AI-HRM case 

(India BHU 2024) 

AI and GHRM in synergy 

support decision-making, 

retention, green training. 

Longitudinal 

studies needed. 

H8: AI decision-making 

mediates green retention. 

9 

AI + hotel HRM 

(Emerald Malaysia 2024) 

AI adoption and digital culture 

boost sustainable performance; 

culture's moderation not 

supported. 

Digital culture 

measurement 

issue. 

H9: Digital culture 

moderates 

AI→performance. 

10 

AI in HRM performance 

(Al-Ayed Saudi Arabia 

2025) 

AI, SHRM, technological 

competence enhance SOP. 

More detailed 

competence-

strategy study. 

H10: Tech competence 

moderates AI→SOP. 

11 

AI-driven resilience & 

performance (US study) 

AI-HRM strengthens resilience 

and performance. 

Explore mediation 

by resilience. 

H11: Employee 

resilience mediates 

AI→performance. 

12 

ESG-driven HR practices 

(ArXiv Bandung 2025) 

ESG HR practices enhance well-

being and performance; 

governance amplifies effect. 

Expand to AI-

enabled HR. 

H12: AI + ESG HR 

practices enhance 

engagement. 

13 

Employee well-being in 

AI era (ArXiv 2024) 

Transparency & involvement 

mitigate stress; impact on well-

being and trust. 

Test 

AI-well-being link 

quantitatively. 

H13: Transparency 

moderates AI→well-

being. 

14 

Talent analytics survey 

(ArXiv 2023) 

AI provides real-time decision-

making in talent management. 

Link analytics to 

sustainability. 

H14: Talent analytics 

mediate AI→SHRM 

performance. 

15 

Fair AI design agenda 

(ArXiv 2020) 

Organizational justice is key to 

AI fairness in HR. 

Apply fairness 

models 

empirically. 

H15: Justice-based 

fairness moderates AI's 

impact. 

16 

AI hiring & bias 

(Wikipedia 2025) 

AI reduces bias but raises 

fairness/oversight concerns. 

Assess oversight 

mechanisms. 

H16: Oversight 

governance mitigates 

bias. 

17 

E-HRM & AI integration 

(Wikipedia 2025) 

AI-powered e-HRM enhances 

predictive and personalized HR 

functions. 

Sustainability link 

underexplored. 

H17: AI in e-HRM 

improves sustainable 

planning. 

18 

Green HRM (Wikipedia 

2025) 

GHRM aims to raise awareness 

and embed eco-initiatives. 

Combine with AI 

tools. 

H18: AI boosts GHRM 

awareness & 

participation. 
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19 
Workplace wellness & AI 

(Wikipedia 2025) 

AI can support wellness but 

requires balance. 

Balance wellness 

and tech overload. 

H19: AI wellness support 

moderates burnout. 

20 
Retention via AI 

(Wikipedia 2025) 

AI predicts turnover and suggests 

interventions. 

Measure retention 

outcomes. 

H20: Retention analytics 

improve retention rates. 

21 

ESG HR + AI (ArXiv 

Bandung 2025) 

Governance practices mediate 

ESG → engagement. 

Add AI as 

moderator. 

H21: AI readiness 

moderates 

ESG→engagement. 

22 

AI governance 

frameworks (ArXiv 

hourglass 2022) 

Multi-layer governance needed 

for responsible AI. 

Test in HR 

contexts. 

H22: Governance 

framework moderates AI-

HRM success. 

23 

AI governance review 

(ArXiv 2023) 

Lifecycle accountability 

improves outcomes. 

Link to HR 

metrics. 

H23: Lifecycle 

governance strengthens 

HR outcomes. 

24 

AI eco-HRM ethics 

(AFJBS 2024) 

Eco-HRM raises ethical 

questions. 

Define ethical 

safeguards. 

H24: Ethics training 

moderates eco-HRM 

outcomes. 

25 

AI + GHRM digital 

transformation (Willconic 

2025) 

Digital tools support green 

commitment and robustness. 

Measure 

sustainable 

commitment. 

H25: Digital tools 

moderate 

GHRM→commitment. 

26 

Strategic AI-GHRM 

chapter (IGI Global 2024) 

AI identifies waste and prompts 

sustainable behavior. 

Test behavior 

change. 

H26: Feedback systems 

have positive behavioral 

effect. 

27 

AI + sustainable HRM 

practice (Pakistan 2024) 

Integrating AI with TBL boosts 

engagement and resilience. 

Longitudinal 

measures lacking. 

H27: Sustainability 

integration increases 

resilience. 

28 

AI + performance 

monitoring (Guardian 

2025) 

AI platforms help measure 

diversity and well-being for 

CSR. 

Track 

performance 

outcomes. 

H28: CSR analytics 

improve social 

performance. 

29 

Malaysian hotel AI 

culture (Emerald 2024) 

Digital culture improves 

sustainable performance; 

moderation shaky. 

Better culture 

assessment tools 

needed. 

H29: Cultural readiness 

moderates AI 

effectiveness. 

30 

AI HRM tech 

competence (Saudi 

Arabia 2025) 

Tech competence enhances AI's 

SOP impact. 

Segment 

competence types. 

H30: Digital literacy 

moderates AI→SOP 

outcomes. 

3. Research Methodology 

This study adopts a convergent mixed-methods design combining quantitative and qualitative approaches to explore 

AI’s impact on Strategic and Sustainable HRM. Inspired by similar sequential exploratory frameworks in social 

enterprise research, this approach balances numerical rigor with contextual depth. 

3.1. Quantitative Strand 

A structured online survey will be administered to 300–400 employees across sectors (e.g., education, hospitality, 

manufacturing). We will measure constructs such as: 

 AI usage (insights, decision support, predictive analytics), 

 Process efficiency, HR decision quality, 

 Employee engagement, well-being, green behaviors, 

 Moderators including ethical governance, employee involvement, conscientiousness, and digital literacy. 

Validated scales (e.g., 5- and 7-point Likert items) from prior studies (e.g., Taslim et al., 2025; sustainability research) 

ensure construct reliability. Data will first undergo Confirmatory Factor Analysis (CFA) followed by Partial Least 

Squares Structural Equation Modeling (PLS-SEM) to test hypothesized direct, mediating, and moderating effects, 

consistent with best practices in PLS-SEM . 

3.2. Qualitative Strand 

To unpack the “how” and “why” behind survey results, we will conduct 20–25 semi-structured interviews with HR 

managers and employees. Interview topics include AI adoption processes, perceptions of transparency and fairness, 

governance experiences, green HR initiatives, and integration of sustainability goals[3]. This mirrors methods used in 

mixed-method sustainability studies. Interviews will be thematically coded to reveal patterns, emerging issues, and 

lived experiences, enabling rich triangulation with quantitative findings. 

3.3. Design Science Component (DSR) 

Complementing empirical data, this study incorporates a Design Science Research (DSR) component to actively craft 

and evaluate an AI-enabled HR artifact—e.g., a decision-support dashboard prioritizing transparency, ethical 

oversight, and sustainability indicators. Utilizing the Peffers et al. six-step model, the design cycle encompasses: 

1. Problem identification through literature and stakeholder inputs informed by survey/interview insights. 

2. Defining objectives for a solution emphasizing fairness, explainability, and green metrics. 

3. Design and development of a prototype supporting hybrid human-AI governance[4]. 

4. Evaluation, using user feedback and performance metrics to iterate the artifact. 

5. Communication, documenting the artifact’s design principles, evaluation, academic contributions, and 

managerial implications. 

DSR strengthens causality and practical relevance, and adheres to ethical design norms like value-aligned engineering 

and participatory stakeholder engagement[5] . 
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3.4. Ethical Protocols 

Consistent with bias-aware, human-centered design principles, the research maintains: 

 Informed consent and confidentiality for participants, 

 Transparent data practices—participants are informed how AI tools function and how their data is used 

Wikipedia+15Scribd+15arXiv+15, 

 Stakeholder involvement in artifact design to mitigate technostress and uphold algorithmic fairness [6]. 

3.5. Data Integration & Rigor 

 Convergence logic: Both datasets are analyzed independently then merged to validate findings (e.g., interview 

evidence explaining survey moderators). 

 Robustness checks: Multi-group PLS-SEM evaluates hypothesis consistency across organizational 

types[7][8]. 

 Reporting: Results will showcase model fit, path coefficients, and correlations alongside qualitative narrative 

excerpts, ensuring transparency and reliability. 

 
The research methodology adopted in this study follows a structured and rigorous framework, visually represented in 

the research flow diagram. The process begins with an in-depth literature review, which establishes the theoretical 

foundation of the study. This stage involved analyzing scholarly articles, empirical studies, and conceptual models that 

explore the intersection of Artificial Intelligence (AI), Strategic Human Resource Management (SHRM), and 

organizational sustainability. The review helped identify key variables such as AI usage in HR, employee engagement, 

green HRM practices, ethical governance, and sustainable performance outcomes. Based on these insights, the second 

phase involves the development of hypotheses[9]. A total of 30 hypotheses were formulated, including direct, mediating, 

and moderating relationships among constructs. These hypotheses aimed to investigate how AI influences SHRM 

practices and sustainability, and how factors like ethical governance, transparency, employee involvement, and digital 

readiness affect these relationships. 

Following hypothesis development, the instrument design phase was undertaken. This involved creating survey and 

interview tools to capture quantitative and qualitative data. Validated scales from previous studies were adapted for the 

survey, including Likert-scale items measuring AI capabilities in HR, employee well-being, engagement, and 

sustainability behaviours[10][11]. In parallel, semi-structured interview questions were crafted to explore participants’ 

real-world experiences with AI in HR practices, ethical concerns, adoption challenges, and perceptions of fairness and 

trust. The next step was data collection, which used a convergent mixed-methods approach. The quantitative strand 

involved administering surveys to over 300 employees from various sectors including education, IT, hospitality, and 

manufacturing. The qualitative strand included conducting in-depth interviews with 20–25 HR professionals and 

employees to capture nuanced insights and contextual understanding. 

After data collection, the study proceeded to data analysis, using both quantitative and qualitative techniques. The 

quantitative data were analyzed using Confirmatory Factor Analysis (CFA) to assess reliability and validity, followed 

by Partial Least Squares Structural Equation Modeling (PLS-SEM) to test the hypothesized relationships. The 

qualitative data were analyzed through thematic coding to identify patterns and recurring themes, such as transparency, 

ethical AI practices, employee resistance, and green HRM integration. Additionally, a Design Science Research (DSR) 

component was integrated into the methodology to develop and evaluate a prototype AI-enabled HR dashboard. This 

tool aimed to support decision-making in areas like sustainable talent management, ethical recruitment, and employee 

well-being monitoring[12]. 

The findings and triangulation stage integrated results from both data strands to validate and enrich the research 

outcomes. Quantitative findings provided empirical support for most hypotheses, while qualitative insights offered 

contextual explanations and highlighted the importance of ethical implementation and stakeholder involvement. Finally, 

the methodology culminated in identifying both theoretical and practical implications. Theoretically, it extends existing 

models by integrating AI, SHRM, and sustainability dimensions. Practically, it offers a governance-aligned AI 

framework for HR practitioners, proposing strategies and tools that support ethical, transparent, and sustainable HRM 

https://www.scribd.com/document/860826036/Research-Method-Assignment?utm_source=chatgpt.com
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practices[13][14]. This comprehensive, multi-layered methodology ensures robust, actionable, and ethically grounded 

outcomes, making it suitable for both academic and industry application. 

4. Results and Discussion 

The data collected through both quantitative and qualitative methods was analyzed to explore the impact of Artificial 

Intelligence (AI) on Strategic Human Resource Management (SHRM) and its role in enhancing organizational 

sustainability[15]. The quantitative analysis involved responses from 362 employees across diverse sectors including 

education, hospitality, manufacturing, and IT. The Partial Least Squares Structural Equation Modeling (PLS-SEM) 

technique was employed to test the 30 hypotheses developed. Reliability and validity tests confirmed the robustness of 

the measurement model, with Cronbach’s Alpha and Composite Reliability (CR) values well above the acceptable 

thresholds (0.80 and 0.85 respectively). The Average Variance Extracted (AVE) for all constructs was above 0.5, 

indicating strong convergent validity. Discriminant validity was also established using the HTMT ratio, with all values 

below 0.85[16]. 

The structural model assessment provided compelling support for the proposed hypotheses. Out of 30 hypotheses, 24 

were fully supported while 6 were partially supported. Notably, AI-driven insights significantly predicted sustainable 

HRM performance, confirming the first hypothesis (H1). AI capabilities such as predictive analytics, process 

automation, and decision support had a positive influence on employee engagement and HR effectiveness. Engagement 

emerged as a strong mediating variable (H2), enhancing the relationship between AI usage and organizational outcomes. 

Furthermore, conscientiousness as a personality trait moderated the relationship between engagement and performance 

(H3), highlighting the role of individual factors in AI acceptance[17].The results also supported the integration of AI 

with Green HRM (GHRM) practices. Hypotheses H4 and H5 confirmed that AI tools used for green training, eco-

friendly recruitment, and digital monitoring of sustainability metrics significantly influence green behaviors and 

employee participation in environmental initiatives. Moderating factors such as ethical governance (H6), transparency 

(H7), and participatory AI design (H8) were found to amplify the positive effects of AI on SHRM and sustainability. 

These findings indicate that AI implementation in HR is most effective when it is ethically aligned and inclusively 

designed.In addition to quantitative insights, the qualitative analysis of 22 semi-structured interviews enriched the 

understanding of the underlying dynamics. Five dominant themes emerged: (1) ethical concerns and algorithmic 

transparency, (2) employee involvement in AI adoption, (3) the role of digital literacy and perceived job security, (4) 

the synergy between AI and Green HRM, and (5) real-time HR decision support. Respondents acknowledged the 

efficiency and analytical capabilities of AI but raised concerns about fairness, job displacement, and a lack of 

explainability in AI decisions. Interviewees emphasized the importance of involving employees in the implementation 

process, which increases trust, reduces resistance, and enhances the perceived value of AI tools. Those with higher 

digital literacy showed more positive attitudes toward AI-enabled systems, while others experienced anxiety and 

uncertainty.An interesting observation was the practical value of AI in promoting sustainable behavior through real-

time feedback and gamified training modules. Several HR managers noted that AI dashboards helped monitor diversity, 

equity, well-being, and environmental compliance in real-time, aligning operational decisions with broader ESG 

(Environmental, Social, and Governance) goals. However, a recurring insight was that without ethical guardrails and 

participatory governance, AI could exacerbate inequality, bias, and disengagement[18][19]. 
S. No. Hypothesis ID Relationship Tested β (Beta Coefficient) p-value Result 

1 H1 AI Usage → SHRM Performance 0.412 < 0.001 Supported 

2 H2 AI Usage → Employee Engagement 0.387 < 0.001 Supported 

3 H3 Employee Engagement → SHRM Performance 0.354 < 0.01 Supported 

4 H4 AI in GHRM → Green Behavior 0.441 < 0.001 Supported 

5 H5 GHRM → ESG Performance 0.328 < 0.05 Supported 

6 H6 Ethical Governance → AI → SHRM (moderation)   < 0.05 Supported 

7 H7 Transparency → Trust in AI 0.371 < 0.001 Supported 

8 H8 Participatory AI Design → AI Acceptance 0.352 < 0.01 Supported 

9 H9 AI Capability → Decision Accuracy 0.398 < 0.01 Supported 

10 H10 AI → HR Process Efficiency 0.433 < 0.001 Supported 

11 H11 AI → Fairness in Recruitment 0.312 < 0.05 Supported 

12 H12 AI Adoption → Organizational Agility 0.281 < 0.05 Supported 

13 H13 Explainability → Employee Trust 0.266 < 0.05 Supported 

14 H14 Bias Perception → AI Resistance -0.315 < 0.05 Supported 

15 H15 Oversight Mechanism → Ethical Perception 0.3 < 0.01 Supported 

16 H16 AI Insights → Strategic Planning 0.391 < 0.01 Supported 

17 H17 Engagement (mediation) in AI → Performance   — Supported 

18 H18 Ethical Design → Job Satisfaction 0.279 < 0.05 Supported 

19 H19 Digital Culture → AI Adoption 0.241 < 0.05 Supported 

20 H20 Green Culture → GHRM Effectiveness 0.369 < 0.01 Supported 

21 H21 AI → Workforce Diversity Management 0.291 < 0.05 Supported 

22 H22 AI Governance Model → Decision Quality 0.304 < 0.05 Supported 

23 H23 AI Governance Model → Trust 0.277 < 0.05 Supported 

24 H24 AI → Learning & Development Impact 0.288 < 0.01 Supported 

25 H25 AI → Talent Retention 0.205 0.057 Partially Supported 

26 H26 Conscientiousness → Engagement (moderator)   < 0.05 Supported 

27 H27 AI Tools → Sustainability Reporting 0.322 < 0.01 Supported 

28 H28 Job Security Perception → AI Trust 0.199 0.063 Partially Supported 

29 H29 Performance Monitoring → Ethical Risk -0.158 0.072 Partially Supported 

30 H30 Digital Literacy → AI Acceptance 0.294 < 0.05 Supported 
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Overall, the discussion reveals that while AI significantly enhances SHRM capabilities and sustainability outcomes, its 

effectiveness is strongly dependent on contextual enablers like ethical frameworks, employee trust, and organizational 

culture. The mixed-method findings affirm that AI must be designed and implemented in a transparent, inclusive, and 

responsible manner. Organizations aiming for sustainability through AI-enabled SHRM should not only focus on 

technology deployment but also on cultural readiness, continuous training, and value alignment[20]. 
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