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Abstract: Artificial intelligence is profoundly reshaping Human Resource 
Development by transforming how organizations design learning systems, cultivate 
talent and sustain continuous professional evolution. AI technologies now support 
adaptive learning pathways, automated content generation, personalized feedback, 
predictive analytics and virtual coaching, enabling HRD processes to become more 
responsive, scalable and data-driven. Methodologically, this study adopts a 
structured conceptual synthesis based on peer-reviewed literature published 
between 2018 and 2025. Despite the opportunities introduced by AI, its impact 
remains uneven and highly dependent on organizational digital readiness, data 
quality, learning culture and ethical governance. The analysis identifies several 
emerging transformations, including the rise of intelligent learning ecosystems, 
emotion-aware developmental support, algorithmic talent analytics and augmented 
knowledge management. At the same time, AI introduces significant risks such as 
reduced learner autonomy, techno-stress, opaque decision mechanisms, 
surveillance concerns and the potential amplification of digital inequalities. The paper 
advances a human-centered conceptual perspective that positions HRD as a critical 
mediator between employees and algorithmic systems, responsible for ensuring 
fairness, accountability and psychological safety. The conclusions outline theoretical 
and practical implications for designing ethical and inclusive AI-enabled HRD 
environments and propose future research directions focused on cross-country 
adoption patterns, algorithmic auditing, hybrid human-AI collaboration and the 
development of equitable digital learning infrastructures. 
 
Keywords: Artificial intelligence; Human Resource Development; Digital skills; 
Talent management; Adaptive learning; Ethical governance 
 
JEL Classification: M12; O15; O33; M53 
 
1.  Introduction  
Artificial intelligence has become a defining force in contemporary organizational 
transformation, reshaping the ways individuals acquire, retain and apply knowledge 
in environments characterized by rapid technological change. At the European level, 
this evolution is framed by strategic policy initiatives such as the Digital Europe 
Programme, the European Skills Agenda, the Digital Decade objectives and the 
Artificial Intelligence Act, all of which emphasize the urgent need to strengthen digital 
competencies and ensure the ethical governance of high-risk algorithmic systems. 
In parallel, the transition toward Industry 5.0 shifts the focus of technological 
development toward human-centricity, resilience and sustainable value creation, 
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underscoring the importance of development systems that augment human potential 
rather than replace it. Within this broader transformation, Human Resource 
Development has become one of the most strategically significant organizational 
functions. AI-enabled systems now personalize learning pathways, identify evolving 
skill needs, support adaptive training, provide real-time feedback, and generate 
predictive insights for shaping long-term talent strategies. Intelligent tutoring 
systems, learning analytics, virtual mentoring technologies and generative AI 
assistants contribute to increasingly dynamic learning ecosystems that respond to 
individual performance patterns and organizational development priorities. These 
innovations hold the potential to enhance the scalability, inclusiveness and relevance 
of professional development, enabling organizations to build workforces capable of 
navigating digital transformation and sustaining employability in volatile labour 
markets. Despite these opportunities, the integration of artificial intelligence into HRD 
raises considerable challenges. Research highlights persistent concerns regarding 
algorithmic bias, unequal access to digital learning infrastructures, intrusive data 
extraction, reduced learner autonomy and the erosion of motivational and relational 
dimensions of development. The EU AI Act classifies AI systems used in recruitment, 
assessment and worker management as high-risk technologies, signaling their 
ethical sensitivity and the need for strong governance structures. As a result, HRD 
must operate simultaneously as an adopter of technological innovation and as a 
safeguard responsible for ensuring that AI-based learning processes remain fair, 
transparent and aligned with principles of human dignity and organizational justice. 
The problem addressed in this study arises from the mismatch between the 
theoretical promise of AI-enabled HRD and the uneven outcomes observed in 
practice. While organizations widely adopt AI to support learning and development, 
empirical evidence on its effectiveness remains fragmented, and conceptual clarity 
about the pathways through which AI shapes developmental outcomes is still limited. 
Existing literature often focuses on technological optimization without incorporating 
the socio-technical dynamics that determine whether AI fosters or undermines 
employee growth. This gap reveals the need for a deeper conceptual understanding 
of how digital competencies, organizational learning culture, inclusiveness and 
ethical governance interact to shape AI-driven HRD. The purpose of this study is to 
develop an integrated conceptual framework that explains the mechanisms through 
which artificial intelligence influences HRD processes and outcomes. The analysis 
seeks to clarify the conditions under which AI enhances skill acquisition, adaptability, 
talent development and continuous learning, and the circumstances under which it 
produces risks or unintended consequences. The study offers multiple contributions. 
Theoretically, it synthesizes insights from HRD, information systems, organizational 
behaviour and European regulatory frameworks to establish a coherent conceptual 
foundation for understanding AI-enabled development. It advances conceptual 
clarity by identifying the mediating role of digital competencies and the moderating 
influence of ethical governance and learning culture in shaping AI outcomes. 
Practically, it provides guidance for HRD professionals seeking to design inclusive, 
transparent and ethically robust AI-driven development systems. From a policy 
perspective, the study aligns HRD implications with the EU AI Act and European 
skills policies, offering direction for strengthening digital capability building at societal 
level. The research objective is to conceptualise the relationship between AI 
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adoption, digital competencies and HRD outcomes by identifying the mediating and 
moderating mechanisms that shape the effectiveness of AI-based learning systems.  
 
2.  Theoretical background  
Artificial intelligence has become a central force in reshaping Human Resource 
Development, influencing how organizations design learning processes, cultivate 
talent and build workforce capability. AI technologies have expanded HRD from 
traditional instructional functions toward integrated, data-driven ecosystems capable 
of supporting continuous, personalized and strategically aligned development. As 
contemporary organizations deploy adaptive learning platforms, intelligent tutoring 
systems, generative AI assistants, predictive analytics engines and algorithmic 
career pathway tools, development is increasingly mediated by systems that 
diagnose learning needs, anticipate skill gaps and guide individual learning 
trajectories. This shift signals a transition from procedural digitalization toward 
cognitive augmentation, in which AI alters not only the efficiency of learning systems 
but also the meaning, experience and distribution of developmental responsibilities. 
The conceptual foundations of AI-enabled HRD derive from several theoretical 
frameworks that explain how technology interacts with human development 
processes. Human Capital Theory emphasizes that learning and skill accumulation 
are strategic investments shaping employability and organizational performance. 
Within AI-mediated environments, this logic strengthens the role of digital literacy, 
data interpretation skills and algorithmic awareness as critical components of 
modern human capital. The socio-technical systems perspective further highlights 
that AI effectiveness depends not merely on technological sophistication but on 
alignment with organizational culture, communication structures, leadership 
behaviour and ethical governance. Even sophisticated adaptive learning systems 
may fail to produce meaningful outcomes when employees distrust algorithms, lack 
the digital competence to engage with AI-based tools or work in environments that 
do not support experimentation and continuous learning. Hybrid intelligence theory 
contributes additional conceptual depth by positioning AI-enabled HRD as a 
collaborative cognitive architecture in which machine computation and human 
judgment complement one another. AI systems contribute scalability, pattern 
recognition and real-time feedback, while human actors provide contextual 
interpretation, ethical reasoning, empathy and creative problem-solving. In 
development contexts, hybrid intelligence becomes visible in blended learning 
models that integrate AI-generated insights with human mentorship, dynamic 
feedback loops and virtual simulation environments. Theoretical insights across 
HRD, organizational psychology and information systems research converge in 
demonstrating that these hybrid systems do not diminish the role of HRD 
professionals; rather, they elevate the significance of interpretive, relational and 
supervisory capabilities. The empirical literature reinforces these conceptual insights 
by demonstrating that AI reshapes the cognitive, social and emotional dimensions of 
HRD. Research documents that automation increasingly supports higher-order 
developmental functions such as competency mapping, behavioural analytics, 
adaptive feedback and personalized coaching. Scholars emphasize that automation 
does not simply remove routine tasks but reconfigures them, shifting professionals’ 
responsibilities toward data interpretation, algorithmic oversight and governance-
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oriented activities. Studies also identify socio-psychological implications: AI-
mediated feedback influences motivation, self-efficacy and autonomy, while 
inappropriate design or opaque algorithmic reasoning can generate digital fatigue, 
skepticism or dependency. Ethical and governance considerations represent 
another dominant strand of scholarship. The literature identifies risks such as 
algorithmic bias, intrusive monitoring, lack of explainability and reduced learner 
autonomy. Studies show that AI-driven learning analytics can replicate historical 
inequalities, while excessive behavioural tracking may blur boundaries between 
development and surveillance, undermining psychological safety. The EU Artificial 
Intelligence Act heightens these concerns by classifying AI systems used in worker 
management and skills assessment as high-risk, requiring strict documentation, 
transparency and human oversight. Scholars argue that responsible AI-enabled 
HRD requires governance frameworks grounded in fairness, inclusiveness and 
human-centered design. AI-driven continuous learning is also a central focus of the 
literature. Adaptive learning platforms personalize training at scale, while generative 
AI chatbots, virtual tutors and immersive simulations support experiential learning. 
Knowledge management studies further suggest that although AI accelerates 
knowledge codification and retrieval, it can reduce opportunities for collaborative 
meaning-making, relational learning and reflective practice. The Table 1 summarizes 
the central constructs included in this model conceptual framework while the Figure 
1 illustrates the mediated and moderated relationships between AI technologies, 
digital competencies and HRD outcomes. 

Construct Description Role in 
Framework 

Artificial 
Intelligence 

Adaptive learning, analytics, 
automation 

Predictor 

Digital 
Competencies 

Data literacy, AI skills, self-efficacy Mediator 

Ethical 
Governance 

Transparency, fairness, oversight Moderator 

Inclusiveness Accessibility, equal opportunities Moderator 

Learning Culture Supportive climate, openness Moderator 

HRD Outcomes Learning performance, engagement, 
employability 

Dependent 
Variable 

Table 1: Summary of Key Constructs in the Conceptual Framework 
Source: Data gathered by the author through the literature review process. 
 
 
 
              Mediator  
 
 
                                                         Moderators 
Figure 1: Conceptual Model of AI-Enabled Human Resource Development 
Source: Data gathered by the author through the literature review process. 
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Finally, the literature on hybrid intelligence provides an integrative lens for 
understanding how AI reshapes HRD outcomes. Hybrid systems enhance 
responsiveness, decision quality and developmental coherence but also introduce 
new tensions such as algorithmic dependency, reduced autonomy and the 
emergence of “shadow practices” where learners circumvent system constraints. 
These findings align with organizational behaviour research, which shows that 
technology-mediated environments redistribute power, challenge norms of 
professional judgment and require new forms of cognitive and emotional resilience. 
Together, these conceptual foundations and empirical insights demonstrate that AI-
enabled HRD represents a transformative shift in how organizations support 
learning, capability building and talent development. The evidence consistently 
indicates that AI influences HRD outcomes through mediated mechanisms such as 
digital competence and moderated effects shaped by ethical governance, 
inclusiveness and organizational learning culture. These converging findings 
establish the basis for the integrated analytical framework advanced in this study 
and provide the theoretical bridge to the methodological approach presented in the 
next section. 
 
3.  Research Methodology 
This research adopts a conceptual and theory-building approach with the aim of 
consolidating current understanding of the interplay between artificial intelligence 
and Human Resource Development (HRD). Unlike empirical studies that collect 
primary data, a conceptual study seeks to integrate theoretical insights, uncover 
patterns across disciplines, and formulate analytically grounded propositions to 
inform future empirical research. The methodology is guided by structured 
conceptual synthesis, which combines systematic literature mapping with 
interpretive analysis to offer a coherent account of how AI influences HRD 
processes, skill development, and organizational learning dynamics. The literature 
used for this study was identified through a structured search protocol applied across 
major academic databases, including Scopus, Web of Science, ScienceDirect, 
Emerald Insight and Wiley Online Library. The search targeted peer-reviewed journal 
articles published between 2018 and 2025, corresponding to the period during which 
AI adoption in HRD accelerated significantly. Search terms included combinations of 
“artificial intelligence”, “human resource development”, “digital skills”, “adaptive 
learning”, “learning analytics”, “talent development”, “algorithmic HRM”, “hybrid 
intelligence” and “ethical HRD”. Additional policy documents from the European 
Commission, OECD and UNESCO were included to capture the regulatory and 
socio-economic context shaping AI-enabled development systems. The inclusion 
criteria prioritized studies that explored AI-driven learning, development, training, 
competency assessment, or talent analytics, considered socio-technical aspects 
such as digital literacy, organizational culture, or governance structures, examined 
ethical considerations related to AI in developmental or employee-facing contexts, 
and offered theoretical, conceptual, or empirical insights relevant to HRD. Studies 
were excluded if they focused exclusively on operational HR activities, such as 
payroll automation, purely technical AI engineering, or contexts unrelated to learning 
and competency development. The resulting literature corpus comprised 110 articles 
and policy documents that met these criteria. The analysis was carried out in three 
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stages. It began with a descriptive mapping of themes to identify key research areas 
across HRD, organizational behavior, information systems, knowledge 
management, and educational psychology. This was followed by an interpretive 
thematic analysis to synthesize patterns related to automation, competencies, 
governance, learning systems, and human-AI collaboration. Finally, cross-
disciplinary insights were integrated to develop an explanatory conceptual 
framework linking AI adoption to HRD outcomes through the mediating role of digital 
skills and the moderating effects of learning culture, inclusiveness, and ethical 
governance. This approach allows for a rigorous, theoretically grounded 
understanding of AI-enabled HRD while acknowledging the absence of primary 
empirical validation. 
 
4.1.  Synthesis of Findings 
The synthesis of existing literature reveals that, despite rapid growth in research on 
artificial intelligence within Human Resource Development (HRD), the field continues 
to exhibit substantial conceptual, empirical and methodological gaps. A major 
limitation concerns the limited availability of large-scale or longitudinal empirical 
studies capable of validating claims regarding AI’s impact on learning effectiveness, 
capability development or behavioural outcomes. Much of the current research 
remains exploratory, relying on conceptual analyses, expert commentary or isolated 
case studies, resulting in fragmented evidence and inconsistent conclusions. A 
persistent implementation gap is also evident between the advanced AI capabilities 
emphasized in academic discourse-such as adaptive emotion-sensitive learning 
systems, metaverse-based simulations or AI-driven career pathways-and the 
comparatively low technological maturity found in organizational HRD practice. Many 
organizations continue to struggle with fragmented data systems, low-quality 
datasets and insufficient digital infrastructure, thereby limiting the real-world 
applicability of scholarly models. This disconnect suggests that AI-enabled HRD 
remains aspirational in many contexts, and that adoption challenges require deeper 
theoretical and empirical analysis. Another recurring finding concerns the absence 
of coherent, operational standards for responsible AI use in HRD. Although the EU 
Artificial Intelligence Act establishes a governance structure for high-risk AI systems, 
concrete regulatory guidance on algorithmic transparency, fairness in developmental 
recommendations, auditing procedures and explainability remains limited. This lack 
of harmonized standards restricts cross-country comparability and complicates 
organizational compliance. In addition, evidence highlights the underexplored 
ethical, emotional and psychological dimensions of AI-enabled HRD. Despite 
frequent recognition of risks such as algorithmic bias, surveillance perceptions, 
privacy concerns and reductions in learner autonomy, empirical studies examining 
trust, fairness perceptions, acceptance, techno-stress or emotional responses to AI-
driven feedback remain limited. This gap reflects broader deficiencies in 
understanding how AI shape’s identity, psychological safety and relational learning 
dynamics. Finally, methodological challenges persist, particularly regarding the use 
of learning analytics and multimodal data. Although AI generates large volumes of 
behavioural and performance data, many studies rely on incomplete datasets, 
narrow samples or descriptive analyses, limiting the potential for robust conclusions. 
Together, these findings underscore the need for more comprehensive, 
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interdisciplinary and empirically grounded research to support responsible and 
equitable AI-enabled HRD. 
 
4.2.  Critical Discussion 
The integration of artificial intelligence into Human Resource Development 
represents a significant socio-technical transformation that extends well beyond 
mere technology adoption. AI serves both as a facilitator of personalized, scalable, 
and data-driven development and as a source of new challenges related to 
autonomy, fairness, and identity. Its impact is shaped by organizational digital 
maturity, governance structures, and socio-psychological factors within the 
workplace. A recurring theme in the literature is the emergence of “shadow 
experiences,” where employees develop unintended coping behaviors in response 
to AI-driven learning environments. These behaviors include skepticism toward 
algorithmic recommendations, emotional disengagement, avoidance strategies, and 
workarounds to bypass system limitations. Such experiences often arise from 
opaque algorithms, limited human oversight, or perceived surveillance, highlighting 
the importance of trust and psychological safety in AI-mediated development. AI also 
reshapes HRD structurally, elevating it from an administrative function to a strategic 
domain driven by predictive analytics, talent intelligence, and dynamic capability 
planning. Organizations with advanced digital infrastructures use AI to anticipate skill 
needs, tailor learning pathways, and inform evidence-based decisions on internal 
mobility and succession planning. In contrast, organizations with lower digital 
readiness face role ambiguity, inconsistent outputs, and widening skill gaps. This 
illustrates how AI amplifies existing strengths while exposing latent weaknesses, 
emphasizing the need for socio-technical alignment. The rise of predictive analytics 
and talent intelligence further enhances HRD’s strategic importance but introduces 
ethical and governance challenges. Algorithmic bias, privacy concerns, and 
discriminatory recommendations necessitate transparent design, rigorous auditing, 
and clear accountability. HRD must balance AI’s analytical advantages with 
measures that protect fairness and autonomy. Hybrid intelligence emerges as a key 
concept, framing AI as a complement rather than a replacement for HRD 
professionals. AI provides real-time pattern recognition, scalability, and personalized 
feedback, while humans contribute ethical judgment, contextual understanding, and 
relational support. Successful AI-enabled HRD depends on this synergy between 
technology and human expertise. Nevertheless, AI implementation can exacerbate 
inequalities if inclusivity is not prioritized. Employees with limited digital literacy may 
experience reduced autonomy, confidence, or access to advanced learning systems. 
This underscores the importance of equitable development opportunities and 
supportive learning cultures to ensure all employees benefit from AI. 
 
4.3.  Theoretical Contributions 
This study advances the theoretical understanding of AI-enabled HRD by proposing 
an integrated socio-technical framework that explains how digital competencies, 
organizational inclusiveness, learning culture and ethical governance interact to 
shape developmental outcomes. It contributes to theory-building by synthesizing 
multiple streams of research-HRD, information systems, organizational behavior, 
ethics and learning analytics-into a unified perspective on AI-driven capability 
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formation. A key theoretical contribution is the articulation of hybrid intelligence within 
HRD, emphasizing the complementary cognitive roles of AI systems and human 
professionals. This study positions digital literacy, algorithmic awareness and ethical 
reasoning as core components of modern human capital, thereby expanding existing 
models of digital competence. The conceptual model clarifies why AI adoption 
produces heterogeneous outcomes, highlighting the role of contextual moderators 
such as governance quality, organizational readiness and inclusiveness. By bridging 
socio-technical systems theory, human capital theory and emerging frameworks on 
human-machine collaboration, the study offers a deeper understanding of how AI 
reshapes professional identity, autonomy and learning dynamics. 
 
4.4.  Practical Implications 
Practically, the study offers actionable guidance for HRD practitioners tasked with 
integrating AI into learning ecosystems. Organizations should develop structured 
digital capability frameworks that enable employees to critically interpret and 
supervise algorithmic outputs, rather than relying passively on automated feedback. 
Transparent governance mechanisms-including explainability tools, algorithmic 
audits and model documentation-are essential to maintain trust and ensure fairness 
in AI-mediated development. The findings emphasize the importance of combining 
AI-driven personalization with human mentoring, reflective practice and relational 
learning support. AI systems must be embedded in inclusive learning cultures that 
promote experimentation, feedback-seeking and psychological safety. HRD 
professionals should also implement interventions that address digital divides, 
ensuring equitable access to AI-enhanced opportunities across demographic and 
occupational groups. At the policy level, the study underlines the need for stronger 
regulatory guidance aligned with the EU AI Act, particularly concerning 
interoperability, ethical design, algorithmic transparency and equitable access to 
digital learning infrastructures. Collaboration among policymakers, professional 
bodies, educational institutions and organizations is essential for building 
sustainable and responsible AI-enabled HRD systems. 
 
4.5.  Limitations and future research directions 
This study is conceptual and does not provide empirical validation for the 
relationships proposed within the framework. Although the literature review is 
comprehensive, it is not systematic and may overlook emerging empirical evidence, 
especially in rapidly evolving areas of AI technology. The generalizability of the 
framework’s propositions may vary depending on sector, organizational size, and 
national regulatory context, given differences in digital maturity and readiness. The 
continuously evolving regulatory landscape introduces uncertainty regarding 
governance requirements for AI-enabled HRD systems. Many operational standards 
for adaptive learning, algorithmic auditing, and talent analytics are still under 
development, which may limit the practical applicability of some recommendations 
over time. Future research should empirically test the proposed framework through 
large-scale surveys, experiments, case studies, and mixed-methods approaches. 
Comparative cross-country studies would provide insight into how different 
regulatory, institutional, and cultural contexts shape AI adoption in HRD. 
Investigations should also address the digital divide in AI-mediated learning, 
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exploring how demographic, socio-economic, and occupational factors affect access 
to developmental opportunities. Longitudinal studies could examine the impact of AI 
on skill acquisition, professional identity development, and employability over time. 
Additionally, psychological aspects such as trust, algorithmic transparency, learner 
autonomy, techno-stress, and perceived fairness require further attention, as they 
are critical for engagement and learning outcomes. Methodological innovation is 
essential, including the use of learning analytics, natural language processing, 
multimodal behavioral data, and algorithmic auditing techniques. Interdisciplinary 
collaboration among HRD, data science, behavioral psychology, and public policy 
will be crucial to advance responsible, human-centered AI systems. 
 
5.  Conclusion  
Artificial intelligence is fundamentally transforming Human Resource Development, 
reshaping how organizations diagnose skill needs, personalize learning trajectories 
and support long-term employability. This study shows that AI functions not only as 
a technological enhancer but as a systemic force that redefines the cognitive, social 
and organizational mechanisms underpinning development. By integrating 
predictive analytics, adaptive learning pathways and intelligent coaching systems, 
AI increases the capacity of HRD to deliver scalable, timely and personalized 
learning experiences, while simultaneously raising concerns regarding fairness, 
transparency and digital inclusion. The findings underscore that AI’s impact is deeply 
contingent on organizational conditions. Digital literacy, technological readiness, 
ethical governance and inclusive learning cultures emerge as critical determinants 
of whether AI strengthens or undermines developmental processes. As intelligent 
systems become embedded in HRD infrastructures, the role of professionals shifts 
toward supervising algorithmic decision-making, contextualizing automated insights 
and safeguarding ethical and equitable use. AI, therefore, does not replace human 
judgment but heightens the need for interpretive reasoning, empathy and 
responsible leadership. Strategically, organizations must invest in advanced digital 
competencies, transparent algorithmic auditing and adaptive upskilling initiatives, 
ensuring that AI-enabled learning systems do not amplify inequalities or bias. 
Policymakers also play an essential role by enforcing regulatory frameworks such 
as the European Artificial Intelligence Act, which provides standards for 
transparency, accountability and data protection in worker development. Future 
research should deepen empirical evidence on AI-enabled learning outcomes, 
assess algorithmic bias in training systems and explore the psychological and 
identity-related effects of AI adoption. Ultimately, the future of HRD will depend on 
the capacity of organizations to balance technological innovation with ethical 
principles, inclusiveness and sustainable human growth. In an increasingly 
algorithmic learning ecosystem, HRD must remain the human anchor that ensures 
purpose, fairness and long-term developmental integrity. 
 
References 
1. Capasso, M., Corradino, E. & Turri, M., 2024. On the right to work in the age of 

artificial intelligence: Ethical safeguards in algorithmic human resource 
management. 



Analele Universității din Oradea. Seria științe economice 
TOM XXXIV, 2nd Issue, December 2025 

 

441 
 

2. Chen, Y., Lu, C. & Li, Z., 2024. How does digital transformation affect corporate 
employees? China Journal of Accounting Research. 

3. Dima, J., Adamek, P., Gherheș, V. & Gherheș, C., 2024. The effects of artificial 
intelligence on human resource activities and the roles of the human resource 
triad: Opportunities and challenges. Frontiers in Psychology. 

4. Ekuma, K.J., 2023. Artificial intelligence and automation in human resource 
development: A systematic review. Advances in Developing Human Resources, 
26(1), pp.7-26. 

5. European Commission, 2020. Ethics Guidelines for Trustworthy AI. Brussels: 
European Commission. 

6. European Parliament & Council, 2024. Artificial Intelligence Act 
7. Grosu, V., Cosmulese, C.G., Socoliuc, M., Ciubotariu, M.-S. & Mihaila, S., 2023. 

Testing professionals’ perceptions of digitisation and profiling the future expert.  
8. Li, Y., Yang, Z. & Zhang, H., 2025. AI, skills and employment structures in 

Europe. Heliyon, 11(2). 
9. Nawaz, N., 2023. The adoption of artificial intelligence in human resources: 

Implications for predictive accuracy and efficiency. Journal of Global Business 
Insights, 8(2), pp.45-59. 

10. Nguyen, T., Zhang, S. & Chen, Y., 2024. Automation, digital literacy and the 
evolving role of HR professionals. Technological Forecasting and Social 
Change, 198. 

11. PwC, 2024. Global AI and Automation Survey: The Future of the Workforce.  
12. Ramayah, T. et al., 2023. Unpacking human-AI interaction: Exploring unintended 

consequences on employee wellbeing in entrepreneurial firms.  
13. Sharma, A., Tripathi, R. & Paul, J., 2023. Will artificial intelligence radically 

change human resource practices?  
14. Susskind, R. & Susskind, D., 2022. The future of the professions: How 

technology will transform the work of human experts.  
15. Yorks, L., 2024. Applying generative AI ethically in HRD practice. Human 

Resource Development International, 27(3), pp.321-338. 
16. Zlate, S. & Panican, L., 2023. Analysis of the potential of AI for professional 

development and talent management: A systematic literature review. AI Journal, 
6(2). 

 

  


