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Abstract

Artificial Intelligence (AI) has become a disruptive technology, which is shaping the
organization structure, managerial decision making and the work force management practices.
Recent years have seen a transformation of HRM from an administrative and transactional
function to a strategic and data driven one, influenced in part by the rise of Al technology. This
paper, A Comparative Study of Human Resource Management Practice in Vietnamese and
Other Asian Smartphone Companies Focusing on Artificial Intelligence (AI) Impact, discusses
Al influence on HRM via comparison analysis among four MNCs: Samsung; Xiaomi Inc.;
Apple and Vivo. The research adopts a qualitative and descriptive methodology, based on
secondary data collected using companies’ disclosure, industry reports and academic studies.
It assesses the use of Al in HR processes and pilot projects across upstream/resourcing
activities such as recruitment and selection, midstream/ upskilling and reskilling (as part of
training and development), downstream/coaching, evaluation (performance management &
employee engagement) as well internal talent acquisition for workforce planning. Results
indicate that Al substantially improves HR effectiveness, decision quality, and strategic
congruence. Yet, the spread and application of Al differs among companies due to business
strategy, corporate culture, ethical considerations and governance. Samsung focuses on
creating a large-scale workforce analytics, Apple’s Al is ethical and putting employee welfare
at the core; Xiaomi is placing more emphasis on automation and operational efficiency while
Vivo prefers to keep a balance between engagement and performance optimization. The paper
concludes that although Al provides many opportunities for HRM, its promise will only be
achieved by responsible implementation, ethical governance, and supportive
human/community-Al partnership.

Keywords: AIl, HRM, digital HR, talent analytics, employee commitment, comparative study
Introduction

Modern business arena has been facing short. e desperate changes in technology, higher
globalization and intense competition. Action 29 - Orgs are becoming more reliant on digital
technologies to Focus on things like Impalement a paperless office Increase business efficiency,
enhance decision making Sustain competitive advantage. Artificial Intelligence has been
particularly popular in recent years, a human-like ability (or intelligent behaviour) up to the
level of playing chess or face/grass recognition). Al is no longer just a technical or operational
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topic, now also taking managerial and strategic aspects into account, this includes Human
Resource Management.

HRM (Human Resource Management) is a function that is vital to successful achievement of
organizational goals, which makes the role of HR realisticc. HRM was conventionally
considered to be primarily an administrative support function responsible for payroll and
record-keeping. Over time HRM aspired to become a strategic partner of organizations in
enhancing their effectiveness and competitiveness. Integration with Al is the next step in this
evolution, which empowers HR departments to take data-based, predictive, and customized
decisions about workforce.

In technology-intensive sectors such as the production of smartphones, the human assets play
a critical role in determining innovation and market leadership. Samsung, Xiaomi, Apple and
Vivo are some of the rare companies that populate incredibly dynamic global markets with
fast moving design and technological change; base management experience. and customer
responsiveness are essential. Conventional HR systems struggle to support large, diverse and
geographically distributed workforces. HR challenges can be addressed through AI by
automating HR operational processes, improved data-based decision making and supporting
strategic decisions.

Notwithstanding the enormous increase in Al tools for HRM, ethical considerations, data
protection and privacy, algorithmic discrimination, and employee acceptance are critical issues
emerging from its adoption. There’s a fine line for organizations to walk between being tech
focused and using judgement with the human eye for responsible and sustainable HR practice.
This paper attempts to unpack these issues, by way of a comparative analysis into the impacts
of Al-driven HRM practices in some multinational companies.

Conceptual Framework of Artificial Intelligence In HRM

Intelligent systems are categorically developed systems by which they can learn, and make
inferences along the lines of predicting future with respect to human capital management.
Machine learning, NLP and predictive analytics Al technologies allow HR departments to
analyse complex employee data in ways that provide actionable intelligence AI-HRM
integration: four core components the theoretical framework of AI-HRM integration is
structured around workforce data, Al capability, human judgment and organizational strategy.
At the core is workforce data, which includes employee demographics and performance stats
as well as learning records and engagement metrics.

These data are sorted out by Al systems in order to capture patterns and project future trends.
Al helps automate, personalize and predict in HR AI’s power is to automate, personalize,
predict within HR processes. But such Al-prompted insights must be interpreted and ethically
reviewed by HR practitioners. Human judgment is still crucial for handling context, emotional
intelligence and value-based decision-making. Organizational strategy aligns Al adoption with
business objectives, ensuring that technology supports long-term goals rather than isolated
efficiency gains.
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Ethical leadership permeates across the whole framework, with focus on transparency,
fairness, accountability and data privacy. Successful integration of Al into HRM is based on
the balance between technical innovation and human-centered values.

Applications Of Artificial Intelligence in Human Resource Management

Use of Al in HR: The way an organization manages its human capital has changed entirely with
the implementation of Artificial Intelligence techniques and technology. By enabling HR
departments to spend less time on the routine and more on strategic, predictive, employee-
centered activities Al-powered systems.

Using the latest deep learning techniques and big data, they gain access to efficient, predictive
intelligence in the entire lifecycle of its employees. In this body of work, we identify the
primary areas of Al in HRM and explore how those contribute to organizational effectiveness.
Al In Recruitment and Selection

Artificial Intelligence applications in HRM — Technical implementation Recruitment and
selection are one of the major sectors, in which Al has the highest application. Introduction
Conventional recruitment is frequently lengthy, resource intensive and affected by human
subjectivity. Al based hiring solutions help in overcoming these challenges by automating the
process of resume shortlisting, candidate selection and initial evaluation. These systems
process candidate information like academic qualifications, skills and experience to screen
candidates who best match job requirements.

Machine learning algorithms enable recruitment platforms to improve their accuracy over time
by learning from previous hiring outcomes. Al-based tools also assist in scheduling interviews
and conducting initial candidate interactions through chatbots, thereby enhancing efficiency
and candidate experience. In addition, video interview analysis tools assess communication
patterns and behavioral cues, supporting more structured and consistent selection decisions.
While Al improves recruitment outcomes, its effectiveness depends on transparent design and
regular monitoring to prevent bias and ensure fairness.

Al in Training and Development

Training and development have been reshaped by Artificial Intelligence through personalised
and adaptive learning systems. Al powered platforms analyse employee performance data, skill
gaps, and learning preferences to recommend relevant training content.

This personalised approach increases learning effectiveness and helps employees develop skills
aligned with organisational needs. Predictive analytics also allow organisations to anticipate
future competency requirements and prepare the workforce accordingly. Virtual learning
assistants and intelligent recommendations further support engagement and long term skill
development.

Al in Performance Management

Performance management has shifted from periodic evaluations to continuous, data supported
feedback. Al enabled systems collect real time performance data and analyse productivity
trends across individuals and teams.
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These insights help managers identify strengths, recognise high performers, and address
performance gaps. Using multiple data sources increases objectivity and reduces reliance on
subjective judgement. At the same time, organisations must ensure that performance analytics
are used responsibly and do not undermine employee trust or wellbeing.

Al in Employee Engagement and Experience

Employee engagement strongly influences productivity, retention, and organisational culture.
Artificial Intelligence enhances engagement by enabling timely, personalised HR interactions.
Chatbots and virtual assistants provide quick responses to employee queries and improve
access to HR services. Sentiment analysis tools examine feedback, surveys, and
communication patterns to assess morale and satisfaction. These insights allow HR teams to
address concerns early and design targeted engagement initiatives.

Al in Workforce Planning and Talent Analytics

Workforce planning is a strategic HR function that benefits greatly from Al driven analytics.
Artificial Intelligence helps forecast staffing needs by analysing historical data, growth plans,
and labour market trends. Predictive models support succession planning and identify potential
skill shortages. Talent analytics links HR metrics with organisational outcomes, enabling
evidence-based decisions that strengthen long term organisational resilience and adaptability.
Purpose Of the Study

This study analyses the influence of Artificial Intelligence on Human Resource Management
and examines the variability of Al adoption strategies in Samsung, Xiaomi, Apple, and Vivo.
It explores the application of Al in various HR roles, the advantages and disadvantages, and
the strategic impacts on global corporations.

Problem Discussed

Although beneficial, the use of Al in HRM is still limited due to concerns of algorithmic bias,
the digital divide, the absence of IT proficiency in HR, the resistance of employees, and the
omnipresence of Al. Within multinational companies, cultural and legal disparities exacerbate
the challenges. These challenges must be mitigated to support the ethical use of Al
Methodology

The current study investigates the impact of Artificial Intelligence on Human Resource
Management practices using a cross-case study methodology involving a comparative analysis
of selected multi-national corporations. This methodology has been tailored to the requirements
of analytical depth, originality, and current organizational relevance, as well as suitability for
conference level research.

Research Design

A descriptive and comparative research design was utilized to understand the impact of
Artificial Intelligence on the integration of HRM practices at Samsung, Xiaomi, Apple, and
Vivo. The descriptive analysis focuses on the applications of Artificial Intelligence within the
core functions of HR, whereas the comparative analysis seeks to balance the identifying of
differences and similarities between the selected organizations. This design is particularly
appropriate for studying emerging technologies such as Al, where contextual understanding
and strategic interpretation are essential.
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Nature of the Study

The study is of a qualitative nature which is put toward in depth analysis of concepts,
organizational structures and culture instead of on numbers or stats. We look at what we can
get out of that from a content analysis point into the use of Al in HR as an issue of ethics and
what companies’ strategies are in the adoption of tech. Our approach is to present a whole
picture on how Al is integrated in HR’s role within complicated organizational settings.
Sources of Data

Also, our research is exclusive to secondary data which we did this for ethical reasons and ease
of'access. We looked at public sources like annual reports, sustainability reports, company sites,
industry reports, and academic works related to Al and HR. These resources give us the solid
and related info we need without going into private or confidence material.

Sampling Technique

Purposive sampling was used to select Samsung, Xiaomi, Apple, and Vivo for the study. These
organizations were chosen due to their global presence, technological leadership, and
significant adoption of digital innovation in organizational processes. Selecting companies
from the same industry allows for meaningful comparison while capturing variations in
strategic orientation, organizational culture, and Al implementation.

Data Analysis Technique

Data analysis was conducted using thematic analysis and cross-case comparison. Information
collected from secondary sources was systematically reviewed to identify recurring themes
related to Al applications in HRM. These themes were then compared across the four
organizations to assess differences in adoption scope, strategic focus, and HR outcomes.
Interpretive reasoning was applied to ensure that conclusions were derived logically and
objectively.

Ethical Considerations

The study adheres to ethical research principles by using publicly available data and avoiding
misrepresentation or replication of existing research. Care was taken to maintain originality in
interpretation and presentation. Ethical issues related to Al usage in HRM, such as data privacy
and fairness, were also critically considered as part of the analysis.

Findings And Comparative Discussion

This section reports on our study’s results which also put forth a comparison of Artificial
Intelligence adoption in Human Resource Management at Samsung, Xiaomi, Apple, and Vivo.
We looked at how each company includes Al into their HR practices and also looked at how
strategic priorities, organizational culture, and operational scale play a role in HR results. We
find that although all four companies have implemented Al into HR they do so for different
purposes, to different degrees, and via different approaches.

Findings from Samsung

Samsung has wide scale implementation of Artificial Intelligence in Human Resource
Management which includes workforce analytics and strategic planning. The company uses Al
powered tools to manage its large and global workforce. Al tools are employed to analyse
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employee performance data, identify high-potential talent, and forecast future skill
requirements aligned with technological innovation goals.

Findings from Apple

In Artificial Intelligence integrated into HRM, Apple takes a careful and employee-approached
strategy. Employee experience, data privacy, and ethical governance are primary focuses.
Apple uses Al to personalize training content and assist with learning and development, as well
as career development. Apple’s recruitment uses Al for prescreening, but there is substantial
human involvement for final screenings. Apple uses Al to support operational efficiency and
consistent recruitment, but they place primary focus on creativity, cultural fit, and innovation
potential, which are evaluated through human oversight.

Apple’s management performance systems use Al analytics to provide feedback and assess
development rather than just outcomes. Al-enabled systems facilitate employee engagement
by improving communication and the responsiveness of the HR service. .

However, Apple limits extensive data monitoring to maintain trust and transparency. The
findings suggest that Apple views Al as a supportive tool that complements human values
rather than a replacement for human decision-making.

Findings from Xiaomi

Xiaomi is able to use Artificial Intelligence in HR Management because of the operational
adaptability and efficiency of artificial intelligence in streamlining multiple human resource
tasks. Considering the large scale and rapid expansion of the company, as well as the desire to
minimize costs, the company is focused on automating basic HR tasks. These automated
systems are also used in applicant tracking. By employing this technology, Xiaomi is able to
efficiently process large and complex applicant datasets, thereby, lessening the administrative
tasks at the company.

In the area of training and human resource development, the company uses Ai to support
standard and uniform learning modules and therefore, the skill levels of employees are
consistently enhanced. Xiaomi is known for maintaining a high level of productivity and
output. In line with this, the company uses metrics to assess efficiency and output levels in the
systems that manage and assess employee performance. Productivity and performance foster a
company's growth, therefore Xiaomi's model is focused on performance. It may be stated that
Xiaomi relies on the effective use of artificial intelligence in human resource management, as
mentioned in the other participant responses.

However, the findings also suggest the need for greater integration of employee-centric
practices to balance efficiency with engagement.

Findings from Vivo

Vivo demonstrates a balanced approach to Al adoption in HRM, combining technological
efficiency with employee engagement and development. Al-driven recruitment tools are used
to improve hiring efficiency while accommodating regional workforce diversity. Training and
development programs leverage Al-powered platforms to identify skill gaps and design
targeted learning interventions.

553
Special Issue - VVol. 14 No. S1 (2026) www.ijrt.org


http://www.ijrt.org/

Conference Proceedings: “Sustainability Through Digital Transformation: Insights from Management,
Humanities, and Sciences” SDT- Insights 2026, Organized by- The Ashoka Institute of Technology and
Management, Varanasi (30-31 January 2026) In IJRT ISSN: 2321-7529

Performance management systems at Vivo incorporate Al analytics to provide structured
feedback and support employee development. Al-enabled engagement tools help monitor
employee satisfaction and address workplace issues proactively. Vivo’s HR strategy reflects
flexibility and adaptability, particularly in emerging markets where workforce expectations and
regulatory conditions vary.

The findings indicate that Vivo effectively integrates Al into HRM while maintaining
sensitivity to local contexts. This balanced approach supports both organizational performance
and employee well-being.

Recommendations

Organizations may want to integrate Al into their long-term HR and business plans. It is of
great importance that we put in place strong ethical governance structures which promote fair
and transparent practices. HR professionals must be made part of an ongoing data literacy and
Al systems development which is integral to their role. Human judgment must play a key role
in what may be very personal HR issues. We see that which open lines of communication and
robust data protection practices do great in to building up employee trust.

Conclusion

Artificial Intelligence is transforming Human Resource Management through what it brings to
the table of data driven, predictive, and strategic practices. In this study we look at how
Samsung, Xiaomi, Apple, and Vivo are using Al in recruitment, learning, performance
management, and workforce planning. Also, we see that Al adoption is a variable which plays
into organizational values, culture, and ethical issues.

Across all four organizations, Artificial Intelligence has enhanced efficiency in recruitment,
enabled personalized learning and development, supported continuous performance
management, improved employee engagement, and strengthened workforce planning
capabilities. Al-driven systems have allowed HR professionals to process complex workforce
data, generate predictive insights, and make informed decisions aligned with organizational
objectives. However, the study also reveals that Al adoption is not uniform; it is shaped by
organizational strategy, cultural values, ethical priorities, and business models.

Samsung’s approach emphasizes large-scale workforce analytics and strategic talent
optimization, reflecting its global operational complexity. Apple adopts a cautious, employee-
centric Al strategy with strong emphasis on data privacy and ethical governance. Xiaomi
focuses on automation and operational efficiency to support rapid expansion, while Vivo
balances technological adoption with employee engagement and regional adaptability. These
differences highlight that Al in HRM is not a one-size-fits-all solution but a context-specific
strategic choice.

Despite its advantages, Al-driven HRM presents challenges related to algorithmic bias, data
privacy, employee trust, and skill readiness among HR professionals. The study underscores
the importance of ethical governance, transparency, and human oversight to ensure responsible
Al deployment. Human judgment, emotional intelligence, and organizational values remain
indispensable in HR decision-making, even in highly automated environments.
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In conclusion, Artificial Intelligence has emerged as a powerful enabler of modern Human
Resource Management. When integrated thoughtfully and ethically, Al enhances
organizational effectiveness while preserving the human essence of HRM. This study
contributes original conceptual insight to academic discourse and provides practical guidance
for organizations seeking sustainable digital HR transformation.

References

Books

1. Bhardwaj, Singh, and Kumar (2020) emphasize the role of Al in enhancing HR
decision-making through predictive analytics. Their research shows that Al can analyse
large volumes of HR data to predict employee turnover, identify high-potential talent,
and optimize workforce planning

2. Davenport, T. H., & Kirby, J. (2016). Only Humans Need Apply: Winners and Losers
in the Age of Smart Machines. Harper Business.

3. Huang and Rust (2020) found that Al's automation capabilities have streamlined
recruitment processes, from resume screening to scheduling interviews, significantly
reducing the time-to-hire.

4. Offers foundational knowledge about Al and its implications for different fields,
including human resources.

5. Tambe, Cappelli, and Yakubovich (2019) discusses how Al has automated routine HR
tasks, leading to increased efficiency and accuracy. Their study highlights that Al-
driven tools reduce the time HR professionals spend on administrative tasks, allowing
them to focus on strategic decision-making.

6. This book provides an in-depth discussion on the role of smart machines in various
industries, including HR. Kaplan, J. (2016). Artificial Intelligence: What Everyone
Needs to Know. Oxford University Press.

7. Vrontis, Thrassou, and Viassone (2021) explored how Al algorithms improve decision-
making accuracy, leading to more effective talent management strategies

Journal Articles

8. Bissola, R., & Imperatori, B. (2014). "The Unexpected Side of HRM Innovation:
Exploring the Role of Human Resource Information Systems in Enabling Employee
Creativity."  Creativity and Innovation = Management, 23(2), 223-233.
https://doi.org/10.1111/caim.12051

9. Chamorro-Premuzic, T., & Frankiewicz, B. (2019). "Does Artificial Intelligence Make
Better Hires?" Harvard Business Review, 97(4), 42-48.

10. Explores the role of information systems, including Al, in enhancing employee
creativity.

11. Investigates the effectiveness of Al tools in improving recruitment decisions.

12. Kshetri, N. (2021). "Artificial Intelligence in Human Resource Management: A
Framework for Analysis and Implementation." International Journal of Information
Management, 58, 102311. https://doi.org/10.1016/].ijjinfomgt.2021.102311

13. Proposes a framework for understanding and implementing Al in HR.

555
Special Issue - VVol. 14 No. S1 (2026) www.ijrt.org


http://www.ijrt.org/

Conference Proceedings: “Sustainability Through Digital Transformation: Insights from Management,

Humanities, and Sciences” SDT- Insights 2026, Organized by- The Ashoka Institute of Technology and
Management, Varanasi (30-31 January 2026) In IJRT ISSN: 2321-7529

Reports

14.
15.
16.

17.

18.

19.

Analyzes how Al is transforming jobs and the skills needed in HR functions.
Conference Proceedings

Examines how Al tools are being used for talent acquisition and management in
corporations.

McKinsey & Company. (2022). The State of Al in 2022. Retrieved from
https://www.mckinsey.com Provides insights into how Al adoption is reshaping
industries, including HR.

Smith, J., & Watson, R. (2019). "Leveraging Al for Effective Talent Management."
Proceedings of the International Conference on Artificial Intelligence in Business, 45-
52.

World Economic Forum. (2020). The Future of Jobs Report. Retrieved from
https://www.weforum.org/reports/the-future-of-jobs-report-2020

Websites and Online Resources

20.

21.

22.

23.

24,

25.

26.

27.

Asif, S., Pal, R., Dubey, V., Kumari, P., & Shrivastava, S. (2024). Internet of Things
(1oT) Integration with 5G and 6G Wireless Technologies. In Advanced IloT
Technologies and Applications in the Industry 4.0 Digital Economy (pp. 309-327).
CRC Press.

Chahal, D. (2024). An economic analysis of organic farming in India. The Indian
Economic Journal, 9, 135-145.

Dubey, V., Kumari, P., Singh, O. P., & Mishra, G. R. (2023). 17 Wearable
Technology. Concepts of Artificial Intelligence and its Application in Modern
Healthcare Systems, 275.

Dubey, V., Singh, S., Kumari, P., Patel, K., Jahan, T., & Dubey, S. (2026). Al-Driven
Business Systems: Pioneering Innovation and Transformation. In Integrating Al and
Machine Learning into Business and Management Education (pp. 297-332). IGI Global
Scientific Publishing.

Dwivedi, R., & Hasan, N. (2025). Enhancing brand awareness and loyalty through
gamification in the metaverse. In Addressing Practical Problems Through the
Metaverse and Game-Inspired Mechanics (pp. 259-288). IGI Global Scientific
Publishing.

Hasan N, Agarwal C, Joshi A, Rahal D, Traisa R, Sharma S (2025;), "The two-way
influence of green banking practices and green electronic word of mouth in driving
green trust and green loyalty: a trust transfer perspective". International Journal of
Ethics and Systems, Vol. ahead-of-print No. ahead-of-
print. https://doi.org/10.1108/IJOES-10-2024-0326

Hasan, N., Nanda, S., Agarwal, M.K. et al. Evaluating the mediating effect of financial
literacy between fintech adoption in microfinance services. Int J Syst Assur Eng
Manag (2024). https://doi.org/10.1007/513198-024-02256-4

Hasan, N., Singh, A. K., & Dwivedi, R. (2024). Determinants of FinTech adoption by
microfinance institutions in India to increase efficiency and productivity. International

556

Special Issue - VVol. 14 No. S1 (2026) www.ijrt.org


http://www.ijrt.org/
http://www.mckinsey.com/
http://www.weforum.org/reports/the-future-of-jobs-report-2020
https://doi.org/10.1108/IJOES-10-2024-0326
https://doi.org/10.1007/s13198-024-02256-4

Conference Proceedings: “Sustainability Through Digital Transformation: Insights from Management,

Humanities, and Sciences” SDT- Insights 2026, Organized by- The Ashoka Institute of Technology and
Management, Varanasi (30-31 January 2026) In IJRT ISSN: 2321-7529

28.

29.

30.

31.

32.

33.

34.

35.

Journal  of Business Innovation and Research, 35(3), 393-411.
https://doi.org/10.1504/1JBIR.2024.142306

Hasan, N., Singh, A. K., & Tariq, H. (2020). Sustainability and outreach of
microfinance institutions in India. Shodh Sarita, 9(7). http://shabdbooks.com/Vol-9-
Issue-7-2020/

LinkedIn Talent Solutions. (2022). "AI in Recruitment: Insights for the Modern
Workforce." Retrieved from https://business.linkedin.com

Offers an overview of current Al tools and trends in HR practices.

Rai, P., Jaiswal, R., Singh, P., & Singh, A. K. (2024). Trends and Prospects for
Artificial Intelligence in Business and Economics Research. International Journal of
Innovations in Science, Engineering And Management, 341-344.

Rani, A. (2023). Green farming in India: issues and policy perspective.

Society for Human Resource Management (SHRM). (2023). "Al in HR: Trends and
Tools." Retrieved from https://www.shrm.org

Wadhawan,D.N., C. S. A. K.(2023). The evolving landscape of digital marketing:
Trends, impacts, and opportunities in India. Journal of Data Acquisition and
Processing, 38(2), 2157-2168.

Wadhawan,N., R. K. A. (2020). Understanding e-commerce: A study with reference to
competitive economy. Journal of Critical Reviews, 7(8), 805-8009.

557

Special Issue - VVol. 14 No. S1 (2026) www.ijrt.org


http://www.ijrt.org/
https://doi.org/10.1504/IJBIR.2024.142306
http://shabdbooks.com/Vol-9-Issue-7-2020/
http://shabdbooks.com/Vol-9-Issue-7-2020/
http://www.shrm.org/

