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ABSTRACT

The integration of Artificial Intelligence (Al) into Human Resource Management (HRM) is transforming
organizational decision-making and workforce practices. At the same time, organizations face increasing expectations
to promote multidiversity and inclusion in the workplace. While Al-enabled HR systems promise efficiency,
objectivity, and data-driven insights, they also raise concerns regarding algorithmic bias, transparency, and fairness.
This article critically examines the implications of Al in HRM for multidiversity and inclusive workforce practice.
Drawing on socio-technical systems theory, institutional theory, and organizational justice theory, the article develops
a conceptual framework explaining how Al-enabled HR processes can either enhance or undermine inclusion
outcomes. The analysis explores Al applications across key HR functions—recruitment and selection, performance
management, learning and development, and employee engagement—and highlights associated risks and
opportunities for diverse employee groups. The article further discusses managerial and governance mechanisms
necessary to ensure responsible and inclusive Al adoption in HRM. By integrating diversity and inclusion
considerations into the discourse on Al-enabled HRM, this study contributes to theory and practice by offering a
structured foundation for future research and guiding organizations toward ethically grounded, inclusive workforce
strategies.
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INTRODUCTION

Artificial Intelligence (Al) has become a
defining feature of contemporary organizational
transformation, reshaping how decisions are made, work
is organized, and employees are managed. Within
Human Resource Management (HRM), Al technologies
are increasingly deployed to automate administrative
tasks, support strategic decision-making, and enhance
workforce analytics. Applications such as algorithmic
recruitment, predictive performance analytics, chatbots,
and personalized learning platforms are now
commonplace in many organizations (Marler &
Boudreau, 2017).
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Parallel to these technological developments,
organizations are under mounting pressure from
governments, stakeholders, and society to foster
multidiversity and inclusion within the workforce.
Multidiversity refers to the recognition of multiple,
intersecting dimensions of difference, including but not
limited to gender, race, ethnicity, age, disability, sexual
orientation, neurodiversity, and socio-economic
background (Roberson, 2019). Inclusion extends beyond
representation to encompass fairness, belonging, voice,
and equitable access to opportunities (Shore et al., 2018).

The convergence of Al adoption and diversity
management presents a critical paradox. On one hand,
Al systems are often promoted as tools for reducing
human bias and increasing objectivity in HR decision-
making. On the other hand, growing evidence suggests
that Al systems may reproduce or amplify existing
inequalities when trained on biased data or deployed
without adequate oversight (O’Neil, 2016). As HR
decisions directly affect individuals’ careers, identities,
and economic security, the implications of Al for
inclusive workforce practice warrant rigorous scholarly
attention.

Despite a growing body of research on Al in
HRM, limited attention has been paid to its implications
for multidiversity and inclusion from a theoretical and
integrative perspective. This article addresses this gap
by developing a conceptual framework that links Al-
enabled HRM practices to inclusive workforce
outcomes. Specifically, the article seeks to:

conceptualize Al applications in HRM through
a diversity and inclusion lens;

propose a theory-driven framework explaining
how Al influences inclusive outcomes;

analyze key HR applications of Al and their
implications for multidiversity; and

identify managerial and governance
mechanisms necessary for responsible Al-enabled HRM.

ARTIFICIAL INTELLIGENCE IN HUMAN RESOURCE
MANAGEMENT

Al in HRM encompasses a range of
technologies capable of simulating human cognitive
functions such as learning, reasoning, and pattern
recognition (Russell & Norvig, 2021). In organizational
contexts, Al systems are used to automate repetitive

tasks, augment managerial decision-making, and generate
predictive insights about workforce behavior.

Scholars distinguish between automation-oriented,
augmentation-oriented, and decision-oriented Al
applications in HRM (Jarrahi, 2018). While automation-
oriented Al focuses on efficiency, decision-oriented
systems have greater implications for fairness and
inclusion because they directly influence hiring,
promotion, and termination outcomes. Consequently, Al
adoption in HRM raises unique ethical and social
concerns compared to other functional domains.

MULTIDIVERSITY AND INCLUSIVE WORKFORCE
PRACTICE

Traditional diversity research focused primarily
on demographic representation. More recent scholarship
emphasizes multidiversity and intersectionality,
recognizing that individuals experience organizational
systems differently based on overlapping identities
(Roberson, 2019). Inclusive workforce practice aims to
ensure that organizational policies, cultures, and
practices enable full participation for all employees.

From an HRM perspective, inclusion is closely
linked to perceptions of organizational justice, fairness,
and respect. Empirical studies show that inclusive HR
practices are associated with higher employee
engagement, innovation, and organizational
performance (Shore et al., 2018). However, inclusion is
difficult to institutionalize and may be undermined by
opaque or unaccountable technological systems.

THEORETICAL FRAMEWORK AND CONCEPTUAL
MobEL

THEORETICAL FOUNDATIONS

This article draws on three theoretical
perspectives to examine Al-enabled inclusive HRM.

First, socio-technical systems theory
emphasizes that technological outcomes are shaped by
interactions between technical systems and social
structures. Al systems embedded in HRM reflect
organizational values, power relations, and design
choices rather than neutral technological logic (Trist &
Bamforth, 1951).

Second, institutional theory suggests that
organizations adopt Al-driven HR practices in response
to normative and competitive pressures. While such
pressures encourage efficiency and innovation, they may
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also lead to symbolic adoption of Al without adequate
consideration of diversity and inclusion (DiMaggio &
Powell, 1983).

Third, organizational justice theory highlights
the importance of fairness perceptions in shaping
employee reactions to HR decisions. Al-mediated
decisions influence procedural and distributive justice
perceptions, particularly when decision logic is opaque
or unchallengeable (Colquitt et al., 2013).

CoNCEPTUAL FRAMEWORK: A THEORY OF CHANGE

Building on these perspectives, the article
proposes a theory of change linking Al-enabled HRM
to inclusive workforce outcomes. The framework
conceptualizes Al as an input that interacts with
organizational policies, ethical principles, and
governance structures. These inputs shape Al-supported
HR processes, which are mediated by transparency,
human oversight, and employee participation. Inclusive
outcomes—such as equitable representation, reduced
bias, and enhanced belonging—are contingent upon
these mediating factors rather than Al adoption alone.

Al AprrLicATIONS IN HRM AND IMPLICATIONS FOR
MULTIDIVERSITY

Recruitment and Selection

Al-driven recruitment tools are widely used for
resume screening, candidate ranking, and interview
analysis. These systems may enhance inclusion by
expanding talent pools and focusing on skills rather than
credentials. However, studies demonstrate that
algorithmic recruitment can reproduce historical
discrimination if training data reflect biased hiring
practices (Bogen & Rieke, 2018).

Intersectional biases are particularly
problematic when Al systems disadvantage candidates
at the intersection of multiple marginalized identities.
Inclusive recruitment therefore requires continuous
auditing, diverse training datasets, and human review
of algorithmic decisions.

Performance Management

Al-enabled performance management systems
rely on continuous data collection and predictive
analytics. While these systems may reduce evaluator
bias, they risk privileging measurable outputs over
relational or contextual contributions. Employees
engaged in caregiving, accommodation, or diversity-

related labor may be disadvantaged if such work is not
captured by performance metrics.

Learning and Development

Al-powered learning platforms support per-
sonalized and adaptive training pathways. These
technologies can enhance inclusion by addressing
diverse learning needs and improving access to de-
velopment opportunities. However, algorithmic as-
sumptions about career trajectories may reinforce
dominant norms if not aligned with inclusive talent
strategies.

Employee Engagement and Well-being

Al tools used for sentiment analysis and well-
being monitoring can identify disengagement or burnout
trends among diverse employee groups. Nevertheless,
concerns regarding surveillance, consent, and data privacy
disproportionately affect marginalized employees,
necessitating clear ethical boundaries.

MANAGEMENT AND (GOVERNANCE IMPLICATIONS
Ethical and Legal Governance

Responsible Al use in HRM requires alignment
with ethical principles such as fairness, transparency,
explainability, and accountability. Legal frameworks
related to equal employment opportunity and data
protection impose obligations on organizations to prevent
discrimination and protect employee rights.

Role of HR Leaders

HR leaders must develop Al literacy and act as
ethical stewards of technology. This includes collaborating
with data scientists, embedding inclusion criteria into
system design, and ensuring that Al complements rather
than replaces human judgment.

Participatory Design and Continuous Evaluation

Inclusive Al adoption benefits from participatory
design approaches that involve diverse stakeholders.
Ongoing audits and feedback mechanisms are essential
to identify unintended consequences and adapt systems
over time.

FuTure RESEARCH DIRECTIONS

This article highlights the dual role of Al as both
an enabler and a risk factor for inclusive workforce
practice. While Al offers tools for identifying and
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addressing inequities, its effectiveness depends on
organizational intent, governance, and ethical commitment.

Future research should empirically examine how
Al-enabled HRM affects diverse employee groups across
contexts, explore cross-cultural differences in algorithmic
fairness perceptions, and develop standardized metrics
for inclusive Al performance.

CONCLUSION

Al is reshaping HRM in ways that profoundly
affect workforce diversity and inclusion. This article
argues that Al does not inherently promote or hinder
inclusion; rather, outcomes depend on how technologies
are designed, governed, and integrated into HR practices.
By adopting a theory-driven and ethically grounded
approach, organizations can leverage Al to support
multidiversity while safeguarding fairness, dignity, and
trust. Inclusive Al-enabled HRM is therefore not only a
strategic imperative but also a social and moral
responsibility.
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