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Abstract	
History	has	witnessed	the	evolution	of	HR	roles	from	traditional	to	strategic	and	then	to	AI-facilitated	HR	roles.	As	the	
world	is	witnessing	an	AI-enabled	transition	in	personal	and	organizational	work	schedules,	it	is	evident	to	study	the	
impact	of	AI	on	transforming	HR	roles.	The	research	aims	to	identify	and	investigate	the	existence	of	AI-facilitated	HR	
roles	along	with	allied	activities	in	the	Indian	IT	industry.	Initially,	an	integrative	literature	review	was	conducted	to	
identify	AI-facilitated	HR	roles	and	allied	HR	activities,	followed	by	a	qualitative	study.	The	study	was	conducted	through	
semi-structured	telephonic	interviews	of	17	HR	practitioners	from	the	Indian	IT	industry.	The	interviews	conducted	
were	analyzed	using	NVivo15	and	a	deductive	thematic	approach.	The	study	concluded	with	a	strong	presence	of	AI-
facilitated	HR	roles-	technology	proponent,	talent	manager,	employee	champion,	strategic	partner,	guardian	of	culture	
and	work-from-home	 facilitator.	The	 study	highlights	 the	AI-facilitated	HR	 roles	 extending	 the	 traditional	HR	 roles	
framework,	which	will	signiHicantly	contribute	to	efHiciency,	accuracy	and	beneHit	the	organization.	The	study	is	highly	
relevant	 in	 the	era	of	AI	 implementation	as	 it	 tests	 the	AI-facilitated	HR	roles	 in	 the	 Indian	 IT	 industry.	The	article	
provides	empirical	evidence	for	new	HR	roles	post	AI-implementation.	
Keywords:	AI-facilitated	HR	Roles,	ArtiHicial	Intelligence,	HR	Analytics,	HR	Role	Transformation,	Human	Resource	
Roles.	
	

Introduction	
Arti%icial	 Intelligence	 is	 the	 new	 revolution	 in	
business	%ields;	it	has	shaken	all	domains,	including	
the	 HR	 department.	 AI	 has	 emerged	 as	 a	
gamechanger	 for	 human	 resource	 departments,	
establishing	 itself	 as	 a	 key	 element	 in	 enhancing	
organizational	 creativity	 and	 transforming	 tradi-
tional	HR	practices	(1,	2).	Arti%icial	intelligence	has	
not	 restricted	 itself	 to	 chatbots	 and	 intelligent	
assistants	 but	 is	 playing	 a	 key	 role	 in	 delivering	
employee-level	and	%irm-level	outcomes	(1,	3,	4).			
The	business	environment	is	dynamic	and	with	the	
introduction	 of	 Arti%icial	 Intelligence,	 HR	 roles	
have	undergone	signi%icant	changes.	Studies	have	
highlighted	that	AI	implementation	contributes	to	
the	 effectiveness	 of	 recruitment	 (5),	 workforce	
planning	 and	 performance	 management	 (6).	
Although	 studies	 are	 conducted	 to	 examine	 the	
changes	AI	has	brought	to	HR	functions,	there	is	a	
lack	 of	 research	 focusing	 on	 the	 evolution	 of	 HR	
roles	 due	 to	 AI	 implementation	 and	 the	 allied	
activities	based	on	the	new	roles.	Thus,	the	study	is	
one	 of	 its	 kind	 to	 explore	 the	 existence	 of	 AI-
facilitated	HR	roles	and	their	allied	activities.	The	
AI-	 facilitated	 HR	 roles	 are	 the	 human	 resource	

roles	 augmented,	 supported	 and	 transformed	
using	 AI-enabled	 systems	 and	 algorithms.	 The	
research	also	highlights	allied	activities	to	provide	
clarity	on	the	conceptualization	of	AI-facilitated	HR	
roles	and	the	associated	activities.	
The	Emergence	of	Arti0icial	Intelligence	
Arti%icial	intelligence	originated	in	the	20th	century.	
McCarthy	 coined	 the	 expression	 “arti%icial	 intelli-
gence”	during	the	Dartmouth	conference	in	1956.	
Earlier,	 AI	 focused	 on	 symbolic	 logic,	 rule-based	
systems	 and	 problem-solving,	 attempting	 to	
replicate	 human	 intelligence	 through	 machines	
(7).	 Later,	 AI	 evolved	 into	 expert	 systems	 during	
the	1980s,	machine	learning	during	the	1990s	and	
recently	 into	 deep	 learning	 and	 data-driven	
algorithms,	 such	 as	 big	 data	 (8).	 Arti%icial	
intelligence	is	explained	as	“the	system’s	ability	to	
interpret	 data	 correctly	 to	 achieve	 certain	 tasks	
and	goals	via	%lexible	adaptations”	(9).			
Transformation	of	Human	Resource	
Roles	
HR	roles	have	evolved	due	to	factors	such	as	globa-	
lization,	technology	and	a	human-centric	approach	
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The	introduction	of	HR	roles	categorizes	the	role	of	
the	human	resource	manager	 into	 four	key	roles:	
strategic	 partner,	 change	 agent,	 administrative	
expert	and	employee	champion	(10).		
Earlier,	 the	 HR	 department	 was	 known	 as	 the	
personnel	 department,	 which	 used	 to	 handle	
routine	 tasks	 such	 as	 administrative	 work,	 trade	
union	agreements	and	formulating	policies	for	the	
organization	 to	 establish	 a	 system	 of	 control	
between	 line	managers	 and	 personnel	managers	
(11).	 Later	 researchers	 highlighted	 that	 strategic	
role	 should	 be	 played	 by	 the	 HR	managers	 (12).	
Post	 2010,	 with	 the	 hype	 in	 the	 information	
technology	 sector	 and	 allocation	 of	 human	
resources	 across	 various	 countries,	 a	 new	 set	 of	
roles	 emerged	 as	 international	 human	 resource	
roles	 (13,	14).	 Furthermore,	 advances	 in	 globali-
zation	 and	 technology	projected	 a	 stronger	 focus	
on	 employee-centric	 practices	 and	 employer	
branding	 (15).	 Now,	 the	 focus	 is	 on	 HR	 roles'	
evolution	due	to	AI	implementation.		
Constitution	of	AI-facilitated	HR	Roles	
The	 authors	 have	 consolidated	 AI-facilitated	 HR	
roles	into	six	key	categories-technology	proponent,	
talent	 manager,	 strategic	 partner,	 employee	
champion,	 guardian	 of	 culture	 and	 work-from-
home	 facilitator-and	mapped	 the	 allied	 activities	
performed	 by	 HR	 professionals,	 based	 on	
literature,	as	illustrated	in	Figure	1.	
Technology	Proponent	
	The	world	 has	 undergone	 signi%icant	 changes	 in	
response	 to	 the	 evolution	 of	 technology	 and	 so	
have	 HRM	 roles,	 evolving	 from	 administrative	 to	
strategic	 and	 now	 to	 a	 proactive	 technology	
adapter	 and	 implementer,	 enhancing	 functions	
such	 as	 payroll	 processes,	 bene%its,	 healthcare	
costs	 and	 other	 administrative	 services	 (16).	
Chatbots	are	used	as	the	primary	point	of	contact	
to	 resolve	 simple	queries,	handle	 repetitive	 tasks	
related	 to	 policy	 details,	 address	 and	 the	 organi-
zation's	employee	database	(17).		
Talent	Manager	
The	 HR	 professionals	 support	 the	 successful	
adoption	 of	 both	 current	 and	 new	 practices	 by	
delivering	 relevant	 training	 initiatives.	 In	 this	
regard,	a	study	has	outlined	two	key	dimensions	of	
employee	development:		
a) fostering	autonomy	and	empowerment	and		

b) 	ensuring	ongoing	 learning	and	career	growth	
opportunities,	 including	internal	advancement	
through	promotions	(18).		

HR	 professionals	 play	 a	 crucial	 part	 in	 collecting	
employee	 information,	 maintaining	 competency	
databases,	 skill	 development	 and	 managing	
learning	systems.		
Employee	Champion	
	HR	 managers	 must	 develop	 various	 HR	
competencies	 to	 address	 the	 challenges	
encountered	in	different	internal	markets	(18).		HR	
professionals	 should	 emerge	 as	 employee	 cham-
pions	 in	 the	 implementation	 of	 AI	 within	 the	
organization	 by	 safeguarding	 core	 business	
processes.	HR	managers	act	as	employee	advocates	
by	 presenting	 their	 concerns,	 addressing	 their	
needs	 and	 ensuring	 recognition	 of	 their	
contributions	(10).		
Strategic	Partner	
Research	emphasized	that	HR	professionals	play	a	
key	 strategic	 role	 in	 the	 parent	 company's	
business;	 however,	 this	 position	 differs	 in	
subsidiaries,	as	the	headquarters	governs	most	HR	
decisions	(18).	The	HR	is	expected	to	behave	as	a	
change	 agent,	 partner	 to	 line	 function,	 strategy	
formulator	and	implementer,	talent	manager,	asset	
manager	 and	 businessperson	 (12).	 Ef%icient	 AI	
implementation	 may	 minimize	 the	 transactional	
roles	of	HR	and	emphasize	the	strategic	role	of	HR.	
Guardian	of	Culture	
The	HR	manager	plays	the	key	role	of	guarding	the	
organization's	 culture	 and	 passing	 it	 on	 to	 its	
subsidiaries	 (18).	 The	 contextual	 element	 cannot	
be	segregated	because	culture	is	interrelated	with	
performance	management,	 to	 establish	 coordina-
tion	between	various	business	processes	 (19).	AI	
adoption	 is	 a	 challenge	 in	 building	 an	 enhanced	
organizational	 culture	 while	 preserving	 core	
values.	
WFH	Facilitator	
COVID-19	lockdown	forced	many	organizations	to	
move	 toward	 work-from-home	 mode.	 Gradually,	
organizations	moved	 to	 a	hybrid	mode	 to	 ensure	
retention,	engagement	and	cost-effectiveness.	This	
involved	 supporting	 employees’	 well-being	 along	
with	 transparency,	 compliance	 and	 maintaining	
organizational	 culture	and	engagement.	Research	
has	 highlighted	 this	 new	 role	 to	 tackle	 the	
problems	 of	 the	 hybrid	 workforce	 or	 remote	
workforce	(20).	
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Figure	1:	AI-facilitated	Human	Resource	Roles	

	

Methodology	
The	study	adopts	a	qualitative	research	design	to	
explore	 the	 emergence	 and	 applicability	 of	 AI-
facilitated	HR	roles	 in	the	Indian	IT	 industry.	The	
phenomenon	of	AI	adoption	is	comparatively	new	
and	 an	 industry	 well-equipped	 for	 it	 can	
implement	 it	 effectively.	 Thus,	 the	 authors	 chose	
the	Indian	IT	industry	for	research	in	congruence	
with	the	literature	on	AI	adoption	(21).		Qualitative	
research	is	suitable	for	investigating	emerging	and	
context-dependent	 organizational	 phenomena,	 as	

it	 facilitates	 a	 deeper	 understanding	 of	
participants’	 experiences,	 perceptions	 and	
interpretations	(22,	23).	
Previous	research	has	asked	for	a	literature	review	
to	identify	the	current	state	of	the	art	of	AI	in	HRM.	
Thus,	 the	 study	 begins	 with	 an	 integrative	
literature	 review	 that	 summarises	 the	 existing	
results	 and	 relates	 them	 to	 concepts	 (24).	 The	
study	 integrates	 existing	 literature	 to	 concep-
tualize	new	HR	roles	following	AI	implementation,	
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deriving	a	preliminary	framework	for	AI-facilitated	
HR	roles.	Furthermore,	an	empirical	investigation	
was	 conducted	 to	 validate	 and	 re%ine	 these	 roles	
using	qualitative	data	from	industry	practitioners.	
The	%low	of	the	research	study	is	depicted	in	Figure	
2.	 The	 study	 began	 with	 exploring	 the	
developments	 in	 HR	 roles.	 The	 literature	 review	
identi%ied	 the	 existing	 roles,	 but	 these	 roles	have	
not	 been	 examined	 in	 terms	 of	 AI-human-led	
transformation,	 highlighting	 the	 need	 for	 AI-

facilitated	 HR	 roles.	 Further,	 literature	 gave	
evidence	 about	 the	 growing	 signi%icance	 of	 the	
work-from-home	 facilitator	 role.	 After	 compiling	
AI-facilitated	HR	roles	and	allied	activities,	a	semi-
structured	 interview	 guide	was	 developed	 based	
on	the	identi%ied	allied	activities,	followed	by	data	
collection,	 data	 cleaning,	 data	 analysis	 using	
Nvivo15,	 manuscript	 preparation	 and	 journal	
submission.	

	

	
Figure	2:	Flow	of	the	Research	Study	

	

Sampling	and	Data	Collection	
A	purposive	sampling	technique	was	employed	to	
select	participants	with	relevant	experience	in	HR	
functions	 within	 the	 Indian	 IT	 industry.	 The	
inclusion	criteria	required	respondents	to:		
a)	be	currently	working	in	the	HR	domain	and		
b)	have	exposure	to	AI-enabled	tools	or	digital	HR	

practices.	
A	 sample	 of	 17	 HR	managers	 working	 in	 the	 IT	
industry	 was	 considered.	 The	 sample	 size	 was	
based	on	the	principle	of	data	saturation,	where	no	
new	activities,	roles,	or	insights	emerged	after	15	
interviews	and	subsequently,	 interviews	con%irm-
ed	consistency	among	them.	

A	semi-structured	interview	was	conducted	based	
on	the	AI-facilitated	HR	roles	and	allied	activities,		
identi%ied	through	the	literature	review.	The	items	
of	the	interview	schedule	were	guided	by	the	allied	
activities	 identi%ied	 from	 the	 literature.	 Sample	
items	from	the	interview	guide	are	as	follows:	
a)	 Are	 you	 using	 data	 design	 for	 employee	

engagement	 and	 employee	 retention	
strategies?	 If	 yes,	 how	 is	 AI	 helping	 you	 in	
ef%icient	usage?		

b)	 Are	 you	 helping	 in	 the	 upskilling	 of	 the	
employees?	Are	you	using	AI-enabled	systems	
for	it?		
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c)	WFH	sometimes	doesn’t	give	ample	time	for	rest	
and	well-being.	Do	you	ensure	employee	well-
being?	Do	you	use	any	AI-enabled	system	for	it?	

d)	Do	you	analyse	what	skills	will	be	essential	for	
the	 future?	What	 AI-enabled	 systems	 are	 you	
using	to	determine	it?	

The	 interviewees'	 responses	 were	 collected	 over	
the	 phone	 on	 a	 mutually	 agreed-upon	 date	 and	
time.	The	interview	span	ranged	45	to	60	minutes.	
Participants	were	asked	open-ended	questions	to	
gather	 responses	 on	 how	 they	 perceive	 the	
mentioned	 HR	 activities	 and	 how	 they	 perform	
them.	Before	the	interview,	their	consent	to	record	
the	conversation	for	research	purposes	was	taken	
and	 they	 were	 assured	 of	 con%identiality	 and	
anonymity.	
Data	Analysis	Method	
The	collected	data	were	analyzed	using	Deductive	
thematic	analysis,	guided	by	the	framework	(25).	A	
deductive	 thematic	 approach	was	adopted	as	 the	
analysis	 was	 informed	 by	 the	 prede%ined	
categories	of	AI-facilitated	HR	roles	derived	 from	
the	 literature.	 Firstly,	 the	 interview	 recordings	
were	transcribed	in	written	form,	then	they	were	
carefully	reviewed	and	cleaned	to	ensure	accuracy	
and	anonymity	by	removing	names	and	repeated	
phrases.	This	involved	familiarization	with	the	data	
as	 well,	 through	 repeated	 reading	 of	 interview	
transcripts.	 Subsequently,	 initial	 codes	 were	
generated	 by	 identifying	 relevant	 data	 segments	

aligned	with	the	data	through	repeated	reading	of	
the	 transcripts.	 These	 codes	 were	 grouped	 into	
broader	categories	corresponding	to	AI-facilitated	
HR	roles.	These	themes	were	further	reviewed	and	
re%ined	 to	 ensure	 coherence	 and	 distinctions	
among	 categories.	 Finally,	 these	 themes	 were	
interpreted	in	relation	to	theoretical	perspectives	
and	literature.		
Ethical	Considerations	
The	study	strictly	adhered	to	the	accepted	ethical	
research	 standards.	 Participation	 was	 voluntary.	
The	respondents	were	informed	about	the	purpose	
of	 the	 study.	 Con%identiality	 and	 anonymity	were	
strictly	maintained	and	no	identifying	information	
about	participants	or	their	organizations	has	been	
disclosed.		
	

Results	
Figure	 3	 illustrates	 the	 order	 in	 which	 HR	
practitioners	 perceive	 the	 importance	 of	 AI-
facilitated	roles.	They	perceive	the	talent	manager	
role	as	the	most	prominent	AI-facilitated	HR	role,	
followed	 by	 the	 strategic	 partner	 role,	 employee	
champion	 role,	 work-from-home	 facilitator	 role,	
technology	proponent	role	and	guardian	of	culture	
role.	 It	 also	 depicts	 the	 order	 in	 which	 the	 HR	
professionals	 perceived	 the	 allied	 activities.	 This	
clearly	 demonstrates	 the	 high	 relevance	 of	
contemporary	roles	in	the	present	scenario	as	well.		
	

	

	
Figure	3:	Hierarchy	Chart	of	AI-facilitated	HR	Roles	
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Technology	Proponent	
The	 %indings	 indicate	 that	 the	 technology	
proponent	role	is	emerging	as	a	critical	dimension	
of	AI-facilitated	HR	transformation	in	the	selected	
Indian	 IT	 organizations.	 Unlike	 the	 traditional	
administrative	expert	role	proposed	by	Conner	and	
Ulrich,	 this	 role	highlights	 the	shift	 toward	active	
engagement	with	AI-driven	tools	and	systems	(10).		
Participants	highlighted	 the	prominent	use	of	AI-
enabled	 chatbots	 as	 the	 %irst	 point	 of	 contact	 for	
handling	 routine	 HR	 queries,	 including	 policy-
related	 information	 and	 employee	 support	
services.	HR	practitioners	are	active	participants	in	
supervising	chatbots,	which	indicates	a	transition	
from	 operational	 roles	 to	 roles	 driven	 by	
algorithmic	 oversight	 and	 continuous	 system	
improvement,	facilitating	human-AI	integration.		
Along	 with	 the	 changes,	 respondents	 have	
highlighted	 that	 either	 they	 are	 in	 the	
developmental	 phase	 or	 have	 implemented	
chatbots	 and	 these	 chatbots	 are	 not	 very	 robust,	
often	struggle	to	understand	complex	and	context-
speci%ic	queries	and	handle	emotional	nuances.	But	
the	 HR	 practitioners	 are	 assertive	 about	 its	
improvement	 over	 time	 due	 to	 its	 self-learning	
mechanism.			

Interview	Excerpt	
	“…Chatbots	 are	 built	 on	 our	 HRIS	 platform.	 It	
screens	through	the	policies.	Give	them	the	answer	
that	they	are	looking	for.	If	there	is	anything	that	is	
not	there,	it	guides	which	team	or	which	email	ID	
they	should	write	to…”		
Another	key	HR	activity	associated	with	this	role	is	
driving	 digital	 capability	 building	 among	
employees.	 Respondents	 highlighted	 the	
organizations’	 commitment	 to	providing	 compre-
hensive	 training	 on	 AI-enabled	 tools	 and	 key	
concepts	such	as	generative	AI,	machine	 learning	
and	digital	tools,	with	HR	playing	a	central	role	in	
facilitating	 these	 learning	 interventions.	 Though	
coaching	chatbots	emerged	as	the	most	signi%icant	
role	 under	 the	 technology	 proponent	 role,	
developing	AI	readiness	and	reducing	resistance	to	
technological	change	are	vital	for	this	role	as	well.	
Figure	4	illustrates	that	the	technology	proponent	
role	 is	 the	 integration	 of	 technological	 expertise,	
strategic	oversight	and	ethical	accountability.	This	
extends	 the	 existing	 HR	 roles	 frameworks	 by	
integrating	 AI	 in	 HRM	 activities	 and	 roles,	
facilitating	transformation	within	organizations.	
	

	

	
Figure	4:	Word	Cloud	for	the	Technology	Proponent	Role	

	

Talent	manager	
The	%indings	highlight	that	the	talent	manager	role	
has	evolved	signi%icantly	post	the	application	of	AI-
driven	 tools.	 AI	 transformed	 traditional	 adminis-
trative	 and	 developmental	 functions	 into	 a	 data-
driven	and	analytically	oriented	role.	HR	managers	
are	 responsible	 for	 handling	 recruitment,	
selection,	 retention,	 engagement,	 leave	 manage-

ment,	 employee	 data	 management,	training	 and	
development.	 However,	 AI	 decision-making	 and	
predictive	workforce	management.	
interventions	have	re%ined	this	role	to	data-centric.	
Respondents	 highlighted	 extensive	 use	 of	 AI-
enabled	 tools	 for	 managing	 functions,	 such	 as	
recruitment,	 performance	 tracking,	 employee	
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engagement	 and	 retention.	 The	HR	 professionals	
are	not	guided	by	mere	intuition	but	rationally	opt	
for	 data-driven	 strategies	 and	 continuously	
upgrade	themselves	with	the	employees'	feedback,	
following	evidence-based	HR	management.	
Figure	5	depicts	that	these	activities	dominate	the	
talent	manager	role	of	HR.	HR	managers	are	key	in	
assessing	the	candidates,	assisting	them	to	settle	in	
the	 organization	 and	 playing	 a	 pivotal	 role	 in	
upskilling	 them	and	providing	 various	 aspects	 to	
improve	recruitment	and	training	strategies.	Thus,	
they	 focus	 more	 on	 enhanced	 employee	
development	 and	 organizational	 performance.	
Moreover,	 HR	 practitioners	 are	 keen	 to	 play	 a	
critical	 role	 in	 designing	 the	 algorithms	 for	
resource	 allocation,	 leave	 management,	 training	
and	 development,	 recruitment,	 selection	 process	
and	talent	management.	
The	 key	 focus	 under	 this	 role	 is	 to	 develop	 and	
utilize	employee	data	repositories	and	competency	
databases	 to	 align	 individual	 capabilities	 to	
organizational	 requirements.	 The	 respondents	
also	 emphasized	 the	 ethical	 usage	 of	 employees’	
data	 and	maintaining	data	privacy	by	 acting	 as	 a	
strategic	 custodian	 of	 employees'	 competencies.	
Respondents	also	highlighted	that	the	AI-enabled		
learning	 management	 systems	 and	 training	
platforms	 are	 key	 contributors	 in	 facilitating	
continuous	 learning	 and	 upskilling	 employees.	

They	 participate	 in	 designing	 and	 delivering	
training	 interventions	 that	 are	 aligned	 with	
evolving	 technological	 demands,	 thereby	 suppor-
ting	the	development	of	a	future-ready	workforce.	
This	needs	them	to	be	proactive	and	strategically	
oriented.		
Moreover,	 employee	 engagement	 and	 retention	
strategies	are	increasingly	supported	by	AI-driven	
tools	 that	 analyze	 employee	 feedback,	 sentiment	
and	 behavioral	 patterns.	 The	 respondents	
highlighted	the	use	of	survey	tools	and	sentiment	
analysis	 to	 identify	 employee	 dissatisfaction	 and	
turnover.	 This	 highlights	 a	 transition	 towards	
predictive	 talent	 management	 to	 control	 the	
attrition	rate.	
Interview	excerpt	
	“…the	deployment	of	‘Ember	software’	has	helped	
us	 a	 lot	 in	 terms	 of	 managing	 the	 employee	
engagement,	employee	sentiments,	because	Ember	
would	reduce	what	used	to	happen	previously…”	
	Figure	 6	 illustrates	 the	word	 cloud	 formed	 from	
the	responses,	which	clearly	depicts	that	the	focus	
of	HR	practitioners	is	on	placing	the	right	people	in	
the	right	place,	which	is	the	most	important	role	as	
a	 talent	 manager.	 Moreover,	 the	 word	 cloud	
summarizes	 the	 talent	 manager	 role	 of	 the	 HR	
manager	as	 strategic,	 data-driven	and	a	 foresight	
function.

	

	
Figure	5:	Hierarchy	Chart	for	the	Talent	Manager	Role	
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Figure	6:	Word	Cloud	for	the	Talent	Manager	Role	

	

Employee	Champion		
The	%indings	indicate	that	HR	professionals	play	a	
crucial	role	in	maintaining	fairness,	inclusivity	and	
ethical	 oversight	 in	 technologically	 orchestrated	
environments.	While	the	employee	champion	role	
has	traditionally	encompassed	employee	advocacy	
and	well-being,	the	integration	of	AI	has	enriched	
this	 role	 by	 addressing	 concerns	 regarding	 bias,	
transparency	 and	 equity	 in	 systems—driven	
processes.		
The	 participants	 unanimously	 highlighted	 the	
importance	of	 fairness,	transparency	and	engage-
ment	through	initiatives	such	as	the	Global	Ethics	
Portal,	continuous	feedback	and	quarterly	reviews.	
The	 respondents	 suggest	 that	 they	 are	 actively	
engaged	 in	 monitoring	 and	 mitigating	 biases	
across	systems,	particularly	those	arising	from	AI-
enabled	tools	and	techniques.	
The	 respondents	 also	 accentuate	 the	 use	 of	
analytical	 tools	 to	 assess	 performance	 ratings,	
compensation	 decisions	 and	 employee	 engage-
ment	 levels,	 indicating	 a	 transition	 toward	
evidence-based	fairness.	They	pointed	out	that	the	
technical	 tools	 alone	 are	 insuf%icient	 to	 ensure	
equity,	 underlining	 the	 continued	 necessity	 of	
human	 judgment	 and	 ethical	 underpinning	 in	
interpreting	outcomes.	
Interview	Excerpt	
	“……fairness	differs	from	case	to	case,	but	how	we	
streamlined	the	processes	to	make	them	similar	for	
everybody	 and	 to	 bring	 their	 transparency	 was	
through	 the	 help	 of	 ‘SuccessFactors’,	 wherein	we	
started	 recording	 everything	 and	 documenting	
everything	on	a	particular	tool.	……..It	has	multiple	
modules,	one	of	the	modules	encouraged	employee	

to	speak,	connect	and	discuss	their	challenges	and	
issues	and	what	the	areas	of	improvement	are…”	
The	 participants	 emphasized	 taking	 proactive	
measures	 to	 control	 biases	 by	 forming	 various	
committees	 and	 reinforcing	 training	 on	 ethical	
standards.	 They	 incorporate	 trainings	 like	
prevention	 of	 sexual	 harassment	 (POSH)	 and	
information	security	trainings	to	safeguard	the		
interests	of	employees.	The	HR	professionals	play	
a	critical	role	in	designing	and	implementing	these	
interventions.	This	 re%lects	 the	enrichment	of	 the	
employee	advocacy	role	to	capability	building	and	
ethical	stewardship.	
The	 respondents	 gave	due	 attention	 to	 grievance	
handling	as	well.	The	respondents	highlighted	the	
incorporation	 of	 service	 portals	 to	 lodge	
complaints	 and	 a	 helpdesk	 tool	 to	 track	 and	
address	issues	within	a	stipulated	timeframe.	But	
the	 human	 intervention	 is	 indispensable	 in	
resolving	 issues,	 especially	 sensitive	and	context-
speci%ic.	 This	 highlights	 that	 the	 technology	
gracefully	 complements	 grievance	 handling	 with	
human	 intervention	 without	 compromising	 on	
empathy	and	personalized	engagement.	
Figure	 7	 depicts	 a	 clear	 emphasis	 on	 people	 or	
employees,	 which	 makes	 the	 role	 employee-
centric,	but	keywords	like	‘training’,	‘software’	and	
‘portal’	 make	 it	 technology-enabled.	 The	 word	
cloud	 gives	 a	 perfect	 summary	 of	 the	 employee	
champion	 role,	 which	 balances	 fairness,	 equity,	
empathy	 and	 ethical	 accountability	 in	 an	 AI-
mediated	 organizational	 environment.	 Thus,	 the	
employee	champion	role	emerged	as	a	technology-
enabled	yet	human-centric	role.	
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Figure	7:	Word	Cloud	for	the	Employee	Champion	Role	

	

Strategic	Partner	
	The	 %indings	 advocate	 that	 the	 role	 of	 HR	
professionals	 as	 strategic	 partners	 has	 been	
signi%icantly	 reinforced	 and	 rede%ined	 with	
arti%icial	 intelligence	 (AI)-driven	 tools	 and	
techniques.	While	 the	strategic	partner	role	has	
traditionally	 emphasized	 the	 alignment	 of	 HR	
practices	and	business	objectives,	the	integration	
of	AI	technologies	has	modi%ied	it	to	ensure	data-
driven	 strategy	 formulation,	 technological	
foresight	 and	 organizational	 technological	
transformation.		
The	 respondents	 frequently	 highlighted	 their	
role	in	strategic	decision-making	processes,	such	
as	 workforce	 planning,	 skill	 development	 and	
organizational	 growth	 strategies.	 Earlier,	 these	
were	based	on	 conventional	 data	 and	 compiled	
manually,	 but	 now,	 these	 are	 informed	 by	 real-
time	 data,	 predictive	 analysis	 and	 AI-enabled	
insights,	 indicating	 a	 signi%icant	 shift	 towards	
evidence-based	 strategic	 human	 resource	
management.		
The	 external	 awareness	 of	 marketing	 leads	 to	
individual	growth	and	remaining	competitive	is	a	
crucial	part	of	the	strategic	partner	role.	Regular	
leadership	calls	are	being	conducted	by	 the	 top	
management	 for	 organizational	 updates	 and	
strategy	 building.	 HR	 managers	 are	 crucial	 in	
partnering	with	different	departments	and	teams	
to	reduce	attrition	and,	thereby,	support	business	
growth.	 This	 outward-looking	 orientation	
re%lects	 a	major	 change	 from	 internally	 focused	
HR	 functions	 toward	 a	 more	 holistic	 and	
business-integrated	 approach.	 The	 HR	 profes-
sionals	 actively	 participate	 in	 formulating	

strategies	and	setting	goals,	productively	using	AI	
for	performance	management	and	development	
plans.	 Thus,	 HR	 contributes	 to	 shaping	
organizational	 strategies	 that	 are	 responsive	 to	
both	 internal	 strengths	 and	 external	
opportunities.		
Interview	Excerpt	
	“....HR	 plays	 a	 very	 vital	 role.	 We	 are	 also	
partnering	 with	 the	 business	 or	 the	 sales	
leadership	 team….	 Thus,	 HR	 plays	 a	 very	
important	role	in	ful%illing	the	long-term	goals	of	
the	 organization.	 So,	 we	 do	 partner	 in	 all	 the	
areas….	“	
Organizations	 focus	 on	 changing	markets.	 They	
pay	 considerable	 attention	 to	 transformation	
strategies	and	technologies	to	achieve	short-term	
growth.	 Thus,	 they	 encourage	 employees	 to	
undergo	 training	 on	 emerging	 technologies	
through	 internal	 or	 external	 sources.	 The	
respondents	 underlined	 that	 HR	 professionals	
play	a	signi%icant	role	by	actively	participating	in	
identifying	 emerging	 skill	 requirements,	
especially	 in	 the	 %ield	 of	 AI,	 automation	 and	
digital	 transformation,	 to	 build	 future-oriented	
capabilities	 enhancing	 organizational	 adapta-
bility.	
The	HR	managers	also	ensure	a	 safe	workplace	
for	 the	 employees	within	 the	 organization.	 The	
respondents	highlighted	that	the	companies	have	
a	 safety	 protocol	 in	 place,	 which	 includes	 %ire	
drills,	 security	 cameras,	 security	 guards	 and	
designated	 safety	 personnel.	 The	 company	
ensures	physical	 safety	 by	 controlling	 access	 to	
the	premises	and	providing	counselling	services	
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for	the	mental	well-being	of	the	employees.	This	
not	only	contributes	to	employee	satisfaction	but	
also	 attracts	 critical	 talent,	 which	may	 act	 as	 a	
competitive	advantage	in	the	future.		
Despite	 increasing	reliance	on	AI	and	analytical	
tools,	participants	unanimously	emphasized	the	
human	 judgment,	 emotional	 intelligence	 and	
contextual	 understanding	 in	 strategic	 decision-
making,	 which	 is	 crucial	 for	 a	 successful	 HR	
professional.	This	states	the	hybrid	nature	of	the	
strategic	 partner	 role,	 where	 technology	

enhances	 analytical	 capabilities,	 but	 human	
insights	are	indispensable.		
The	word	cloud	of	Figure	8	perfectly	summarizes		
the	 strategic	 partner	 role	 as	 a	 data-oriented,	
future-oriented	 and	 transformation-focused	
function,	 which	 extends	 beyond	 traditional	
frameworks.	Figure	8	highlights	the	 importance	
of	 HR	 professionals	 in	 skill	 development,	
integration	 of	 technological	 advancements	 and	
contribution	to	organizational	strategy	aimed	at	
long-term	competitive	advantage.		
	

	
Figure	8:	Word	Cloud	for	the	Strategic	Partner	Role	

	

Guardian	of	Culture	
	The	%indings	indicate	that	the	HR	professionals	act	
as	 %lag-bearers	 of	 the	 organization's	 culture	 and	
values.	While	the	traditional	HR	professionals	were	
focused	 on	 adhering	 to	 rules,	 policies	 and	
employee	 engagement,	 AI	 implementation	 has	
expanded	 it	 to	 preserving	 organizational	 culture	
along	 with	 digital	 transformation.	 Though	 AI	
implementation	has	 reduced	 frequent	 interaction	
regarding	 routine	 tasks,	 the	HR	professionals	are	
continuously	 engaged	 in	 reinforcing	 core	 values	
and	promoting	engagement.	The	IT	organizations	
are	 governed	 by	 employee-centric	 policies	 in	 the	
AI-driven	environment.		
Moreover,	 respondents	 focused	 on	 the	 ethical	
embedding	 and	 value-based	 AI	 adoption.	 The	
organizations	maintain	a	uniform	and	transparent	
culture	 through	 open	 communication,	 leadership	
development	and	promoting	common	values.	This	
indicates	that	the	guardian	of	culture	role	extends	
beyond	 preservation	 of	 culture	 by	 aligning	
technological	 systems	 with	 organizational	 ethics	
and	values.	

Interview	Excerpt	
	“….	 Uniform	 culture	 is	 maintained	 through	
policies,	 so	 everything	 is	 clearly	 drafted	 in	 the	
policies	and	every	employee,	whether	he	or	she	is	
a	CEO	or	a	very	small	employee	of	the	company,	is	
bound	by	these	policies….”	
The	 respondents	 highlighted	 HR	 as	 a	 bridge	
between	 the	 organizational	 leadership	 and	
employees	 by	 communicating	 and	 reinforcing	
cultural	 expectations,	 especially	 during	 the	
transition	 phase.	 Interventions	 like	 sensitivity	
training	 and	 awareness	 campaigns	 are	 being	
carried	 out	 regularly	 to	 create	 shared	
understanding	and	strengthen	cultural	alignment.	
Figure	 9	 highlights	 keywords	 like	 ‘management’,	
‘policies’,	 ‘cultural	 values’,	 ‘employee’	 and	
‘everyone’	 that	 depict	 this	 role	 as	 a	 custodian	 of	
organizational	 culture,	 which	 has	 been	 made	
dynamic	 and	 strategic.	 The	 HR	 professionals	
actively	shape,	sustain	and	align	culture	within	AI-
mediated	organizational	contexts.	



Shukla	and	Singh,																																																																																																																			 																	Vol	7	ǀ	Issue	3	

 

804 
 

	
Figure	9:	Word	Cloud	of	Responses	on	the	Guardian	of	Culture	

	

WFH	Facilitator		
The	 respondents	 indicated	 that	HR	 professionals	
function	as	facilitators	of	remote	and	hybrid	work	
arrangements,	 re%lecting	 a	 shift	 toward	 %lexible,	
technology-enabled	 work	 structures.	 HR	 plays	 a	
key	 role	 in	 designing	 and	 implementing	 WFH	
policies,	 communication	 protocols	 and	 perfor-
mance	 management	 systems	 that	 support	
geographically	dispersed	teams.	
Participants	highlighted	the	use	of	digital	and	AI-
enabled	 tools	 for	 collaboration,	 monitoring	

performance	and	maintaining	work%low	ef%iciency.	
HR	professionals	take	care	of	employee	well-being	
and	work-life	balance	by	providing	mental	health	
support,	%lexible	schedules,	team-building	sessions	
and	engagement	initiatives.	Thus,	HR	professionals	
play	 a	 crucial	 role	 in	 ensuring	 both	 operational	
ef%iciency	 and	 employee	 experience	 in	 remote	
work	settings.	

	

	
Figure	10:	Word	Cloud	for	the	Work-from-home	Role	

	

Interview	Excerpt	
	“……we	have	 regular	meditation	 sessions,	 virtual	
%itness	 sessions	 organized	 by	 the	 trainer	 for	
employees	working	from	home	or	of%ice.	There	are	
counsellors	as	well	and	the	employees	can	connect	
with	 them	 if	 they	 feel	 their	 mental	 health	 is	
deteriorating…...	We	 roll	 out	 psychological	 forms	
among	the	employees	every	week	and	if	we	sense	

that	 he/she	 is	 not	 well	 or	 unhappy.	 Then	 our	
counsellors	connect	with	the...”	
Figure	 10	 indicates	 that	 post	 Covid-19,	 most	
organizations	 started	 working	 in	 a	 remote	 and	
hybrid	 environment,	 which	 is	 still	 prevalent	 in	
many	 IT	 organizations.	 This	 role	 re%lects	 the	
evolving	 responsibility	 of	 HR	 professionals	 in	
terms	of	enabling	%lexibility,	digital-mediated	work	
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ecosystems	 and	 contributing	 to	 the	 sustainable	
growth	of	 the	organization.	The	HR	professionals	
maintain	a	regular	connection	with	the	employees,	
ensuring	their	physical	and	mental	well-being.	
	

Discussion	
The	%indings	highlight	the	transformation	of	the	HR	
role	 in	 response	 to	 the	 integration	 of	 arti%icial	
intelligence,	reinforcing	the	view	that	AI	acts	as	an	
augmentative	 rather	 than	 a	 substitutive	 force	 in	
HRM.	AI	enables	HR	professionals	to	shift	towards	
more	strategic	and	value-added	 tasks,	 away	 from	
operational	and	administrative	tasks	(26-28).	But	
AI	integration	may	create	skill	polarization,	where	
technologically	 pro%icient	 professionals	 gain	 a	
greater	 strategic	 advantage	 compared	 to	
professionals	with	better	human	skills	(29,	30).	
The	 technology	 proponent	 role	 highlights	 the	
active	 involvement	 of	 HR	 professionals	 in	
managing	 and	 optimizing	 AI-enabled	 tools.	 This	
%inding	 aligns	with	 the	 literature	 suggesting	 that	
digital	transformation	necessitates	new	competen-
cies	 in	 managing	 human-technology	 interactions	
and	 overseeing	 algorithmic	 oversight.	 The	 role	
portrays	 HR	 professionals	 as	 active	 players	 in	
continuous	system	improvement,	enabling	deeper	
integration	 of	 technology	 within	 HR	 functions.	
However,	 literature	also	warns	about	 the	gradual	
shift	 of	 decision-making	 authority	 from	 HR	
professionals	 to	 data-driven	 systems,	 limiting	
human-centred	 evaluation	 and	 contextual	
sensitivity	(31,	32)		
Similarly,	 the	 talent	 manager	 role	 transforms	
towards	 a	 data-oriented,	 transparent	 and	
predictive	 function	 that	 supports	 the	 growing	
emphasis	 on	 HR	 analytics	 and	 evidence-based	
management.		Studies	have	highlighted	that	the	AI	
interventions,	 especially	 in	 training	 and	 recruit-
ment,	 performance	 management	 and	 retention	
strategies,	 position	 HR	 as	 a	 key	 facilitator	 of	
organizational	 effectiveness	 (26).	 The	 %indings	
highlighted	 the	 implementation	of	AI	 in	HR	roles	
and	allied	activities	as	an	opportunity	to	enhance	
the	ef%iciency	of	HR	systems	(33).	
The	 %indings	 related	 to	 the	 employee	 champion	
role	focus	on	the	continued	importance	of	human-
centric	 values	 in	 AI-enabled	 HRM.	 While	 AI	
facilitates	 ef%iciency	 and	 scalability,	 there	 are	
concerns	related	to	bias,	fairness	and	transparency	
that	necessitate	active	HR	involvement	in	ensuring	
ethical	 implementation.	 Consequently,	 increasing	

the	 responsibility	 for	 ensuring	 fairness,	
transparency	and	ethical	governance	in	AI-enabled	
HR	systems	(30,	34).	Research	emphasized	that	HR	
professionals	 play	 a	 crucial	 role	 in	 handling	
grievances	(35,	36).	Thus,	the	study	reinforces	the	
role	of	HR	as	a	%lag-bearer	of	equity	and	employee	
well-being	in	technologically	changing	contexts.	
The	strategic	partner	role	is	further	strengthened	
through	 AI	 implementations,	 as	 the	 HR	
professionals	 increasingly	 contribute	 to	 effective	
strategy	 formulation	and	organizational	 transfor-
mation.	The	%indings	support	existing	literature	on	
digital	 transformation,	 which	 highlights	 the	
growing	 role	 of	 HR	 in	 enabling	 organizational	
agility	and	acting	as	a	human-technological	change	
agent	(27,	29,	31).		
Moreover,	 the	 roles	 of	 guardians	 of	 culture	 and	
WFH	facilitator	re%lect	the	broader	impact	of	AI	and	
digitization	on	work	structures	and	organizational	
dynamics.	Though	there	is	a	visible	application	of	
AI	 software	 in	HR	 roles	 that	 contributes	 to	HRM	
ef%iciency,	 human	 interventions	 are	 inevitable	 in	
terms	of	 sensitivity	 training,	providing	autonomy	
in	 work-from-home	 culture	 and	 maintaining	
transparency	 and	 accessibility	 within	 the	
organization.	 This	 aligns	 with	 prior	 research	
emphasizing	 organizational	 adaptability	 and	
employee	experience	during	digital	transformation	
(31,	32).		
The	study	contributes	to	the	evolving	discourse	on	
AI	in	HRM	by	highlighting	the	emergence	of	hybrid	
roles	 that	 integrate	 AI-oriented	 technological	
capabilities	 with	 human	 judgment,	 ethical	
considerations	and	strategic	orientation.	Thus,	AI	
is	 impacting	 and	 facilitating	 HR	 personnel	 in	
carrying	 out	 their	 roles	 effectively.	Moreover,	 the	
identi%ied	 categories	 are	 conceptually	 rooted	 in	
Ulrich’s	 HR	 role	 taxonomy,	 but	 the	 %indings	
highlight	 that	 the	 AI-integration	 substantially	
reshapes	HR	enactment	through	modern	analytics	
like	 predictive	 analysis,	 AI-enabled	 decision	
support	 systems,	 algorithmic	 management	 and	
digital	 employee	 interaction	 systems.	 It	 is	 also	
evident	that	though	AI	can	enhance	ef%iciency	and	
accuracy,	it	cannot	replace	human	touch,	emotions	
and	empathy,	which	are	essential	in	HRM	contexts	
(2,	 36).	 Thus,	 AI-facilitated	 HR	 roles	 represent	 a	
hybrid	extension	of	 traditional	HR	roles	 in	which	
technological	 competencies	 are	 complemented	
with	 human	 judgment,	 empathy	 and	 ethical	
responsibility.	
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The	%indings	suggest	that	AI	integration	is	not	only	
transforming	 HR	 activities	 but	 also	 reshaping	
organizational	 power	 relations,	 decision-making	
authority	 and	 patterns	 of	 human	 interactions	
within	 HRM.	 Although	 such	 systems	 enhance	
ef%iciency,	 consistency	 and	 strategic	 responsive-
ness,	 excessive	 dependence	 on	 algorithmic	
recommendations	 may	 reduce	 contextual	
sensitivity	and	managerial	discretion	(31,	32).	AI	is	
also	 providing	 business	 opportunities	 as	
organizations	are	trying	to	develop	indigenous	AI	
applications	 to	 provide	 solutions	 both	 for	
themselves	and	for	other	businesses	(37-	39).			
This	 study	makes	 several	major	 contributions	 in	
the	%ield	of	human	resource	management	literature	
by	 advancing	 the	 understanding	 of	 AI-facilitated	
HR	roles.	The	study	extends	the	existing	HR	roles	
frameworks	 by	 illustrating	 that	 AI	 integration	
recon%igures	 traditional	 HR	 roles.	 The	 %indings	
show	that	 the	established	roles,	 such	as	strategic	
partner	 and	 employee	 champion,	 are	 augmented	
with	 data-driven,	 technologically	 mediated	 and	
ethically	 oriented	 dimensions,	 thereby	 advancing	
Contemporary	HR	role	theory	(40).	
The	 framework	 is	 a	 practical	 application	 of	
institutional	 theory,	 which	 illustrates	 that	
institutions	 comprise	 a	 combination	 of	 rules,	
norms,	uniform	practices,	beliefs	and	perceptions	
that	contribute	to	their	legitimacy.	This	aligns	with	
resource-based	theory,	which	emphasizes	 that	an	
organization’s	 internal	 resources	 and	 capabilities	
are	 essential	 for	 achieving	 and	 sustaining	
competitive	advantage	(41).		
The	 literature	 on	 roles	 has	 evolved	 with	 the	
changing	business	factors.	The	AI-driven	HR	roles	
highlight	 the	 emergence	 of	 evidence-based	 and	
analytics-driven	 HRM.	 Moreover,	 research	 has	
shown	a	signi%icant	increase	in	AI-driven	literature	
in	human	resources	management.	Thus,	the	study	
supports	 evidence-based	 HR	 practices,	 emphasi-
zing	the	growing	centrality	of	data	and	predictive	
analysis	in	HRM	(26).	
The	study	emphasizes	the	hybrid	nature	of	the	AI-
facilitated	 HR	 roles,	 where	 technological	
capabilities	 partner	 with	 human	 judgment,	
empathy	 and	 ethical	 considerations.	 This	 aligns	
with	 the	 research	 on	 human-AI	 interface,	
highlighting	the	critical	role	of	HR	professionals	in	
balancing	 automation	 with	 an	 employee-centric	
approach	 (27).	 Thus,	 the	 study	 contributes	 to	
bridging	 the	 gap	 between	 digital	 transformation	

and	 HRM	 scholarship,	 offering	 a	 foundation	 for	
future	research	(29).	
	

Conclusion	
The	study	identi%ies	and	explores	the	applicability	
of	 the	 identi%ied	 AI-facilitated	 HR	 roles	 in	 the	
Indian	 IT	 industry.	 The	 integrative	 literature	
review	has	identi%ied	HR	roles	and	integrated	them	
to	form	new	AI-facilitated	HR	roles.		
Further,	 to	 validate	 the	 AI-facilitated	 HR	 roles,	 a	
qualitative	study	was	conducted	on	 the	 Indian	 IT	
industry.	 The	 respondents	 were	 the	 HR	
practitioners	 who	 are	 currently	 dealing	with	 the	
challenges	and	opportunities	that	are	being	offered	
by	arti%icial	 intelligence	 in	 the	 Indian	 IT	 industry.	
They	are	very	optimistic	about	the	changes	AI	will	
bring	 to	 the	 HR	 roles,	 but	 admit	 that	 the	
implementation	 is	 in	 its	 primitive	 phase	 and	 the	
self-learning	technique	of	AI	should	be	given	more	
time	to	prove	itself.	The	implementation	of	AI	in	HR	
functions	 is	 viewed	 as	 bene%icial,	 but	 concerns	
exist	 about	 bias	 and	manipulation	 in	AI	 systems.	
The	 practitioners	 %ind	 that	 the	 AI	 tools	 enhance	
productivity	 and	 effectiveness,	 but	 human	
intervention	 is	 inevitable	 in	 HR	 roles.	 The	 study	
concludes	with	evidence	about	the	existence	of	the	
AI-facilitated	 HR	 roles	 of	 technology	 proponent,	
talent	 manager,	 employee	 champion,	 strategic	
partner,	guardian	of	culture	and	work-from-home	
facilitator.	
The	 research	 has	 also	 emphasised	 that	 the	most	
commonly	 used	 AI-enabled	 software	 is	 Workday	
for	 employee	data	management;	Gemini	 and	SAP	
SuccessFactors	 for	 recruitment,	 onboarding	 and	
attrition	 management.	 Organizations	 are	 also	
exploring	 varied	AI	 usage	 for	writing	 emails	 and	
creating	content	for	training.	While	AI	contributes	
to	 the	 ef%iciency	 of	 HR	 operations	 and	 employee	
experience,	 the	human	touch	 is	 inevitable	 for	 the	
human	resource	department	to	be	effective.	
Research	always	has	some	limitations,	as	resources	
are	limited.	Likewise,	this	research	is	conducted	in	
India,	which	may	pose	a	geographical	constraint	to	
the	study.	People	from	different	demographics	may	
have	 different	 attitudes	 towards	 technology	 and	
arti%icial	 intelligence.	 The	 sample	 is	 not	 only	
country-speci%ic	 but	 also	 industry-speci%ic,	which	
is	 a	 limitation	 of	 the	 study.	 Moreover,	 a	 bigger	
sample	size	may	provide	a	deeper	understanding	
of	the	current	state	of	the	art	of	AI	implementation	
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in	the	IT	industry	and	help	in	the	generalization	of	
%indings	across	the	sector.	
Although	a	telephonic	interview	offered	%lexibility	
and	 accessibility	 of	 HR	 professionals	 working	
across	 diverse	 working	 conditions	 and	 settings.	
The	 telephonic	 interview	 also	 presented	 limita-
tions	 such	as	 a	 lack	of	 rapport	building	and	data	
richness,	due	to	the	absence	of	non-verbal	cues	like	
facial	expressions,	gestures	and	body	language.		
Moreover,	a	different	research	design,	such	as	case-
based	research	or	a	grounded	study,	can	give	better	
insights	into	the	topic.	
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