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| ABSTRACT

Purpose: This paper addresses the challenge of integrating Artificial Intelligence (Al) into human resource management (HRM)
for the retail sector with the view of addressing challenges of high employee turnover, skill development as well as performance
monitoring. Methodology: Existing literature was subjected to a thematic analysis to identify key themes and insights about Al's
role in recruitment, employee motivation, and performance evaluation. Key Findings: Al paces up recruitment speed, personalizes
training through adaptive learning and performs performance tracking in real-time. But there are ethical problems, such as
algorithmic bias and transparency. Implications: Al brings transformative tools for retail HR management processes and employee
engagement. The key to inclusivity and trust is balanced implementation and ethical oversight. Future Directions: Future research
needs to address long term workforce impacts and frameworks for the ethical challenges in retail HRM.
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1. Introduction

The adoption of artificial intelligence (Al) in human resource management (HRM) has increased automation, predictive analytics,
and efficiency, all to address the high employee turnover and the dynamic demands in the retail sector (Afolabi et al., 2023).
According to a Statista survey, more than 65 percent of HR professionals use Al to create job descriptions, or 42 percent of those
using Al to respond to job postings. According to Black and van Esch (2020), speed and precision in sifting through candidates are
what has made Al-recruited agents necessary in the field of retail. One problem however is when we integrate Al into current
systems, employee trust and adaptability are an issue. Constant balance must be held between efficiency and human engagement,
and careful implementation strategies are required.

However, Al systems can inadvertently perpetuate biases and stifle inclusivity in retail hiring practices (Bandari, 2019). According
to Kelan (2024), the algorithms are often not well designed and these inherently embed societal bias, which can limit diversity
efforts. Trust, employee satisfaction, and the success of the organization — all depend on rigorous testing and transparency.
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2. Problem Statement

HR challenges in the retail sector are high employee turnover, ineffective recruitment processes and maintaining employee
satisfaction. Al comes with its transformative solutions, but with fears of bias, ethical consequences, and employee trust. To
effectively apply Al to sustainable retail HR practices, we need to address these issues.

3. Purpose and objectives of the study
The aim of this study is to address the issue of integration of artificial intelligence (Al) applications in human resource management
(HRM) in the retail sector. Objectives are outlined below:
e To analyse the role of Al in integrating with retail HRM through the changes in recruitment, selection, and motivation
processes.
e To quantify ethical and operational challenges that arise when using Al in HR practices.
e To find out about Al-based ways to boost employee satisfaction and performance monitoring.
e To offer actionable recommendations for retail companies to successfully deploy Al in ways that balance fairness and
transparency in HR processes.

4. Literature Review

There is a lot of artificial intelligence (Al) potential in the recruitment processes, but challenges exist. Resume screening and
predictive algorithms are powered by Al tools such as resume screening, which identify candidates, reduce time and reduce human
error (Bhargava et al.,, 2021). For example, Black and van Esch (2020) contend that Al enabled recruiting has become essential for
modern HR practices given its efficiency in finding candidates for roles. As per the below graph, 33 percent of people use Al for
resume screening and candidate search, which only reiterates its importance in HRM. The ethical problem involved here, though,
is that algorithms can create biases which, if poorly crafted, can embed societal biases, undoing any such diversity efforts (Kelan,
2024; Rahman et al., 2025). Such concerns highlight the need for careful oversight and the unceasing evolution of Al systems.

Graph 1: Use of Artificial Intelligence (Al) In Recruiting, Interviewing, and Hiring In the United States In 2024
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Graph 2: A Breakdown of the Most Common Functions People Use Al for In the Workplace

Function

Percentage
(AIPRM, 2025)

It further demonstrates how Al can massively change the selection processes. Data-driven decision making is made more advanced
through the use of algorithms that allow precision identification of the best candidates (Cramarenco et al., 2023). It, therefore, as
stated by Albaroudi et al. (2024), Al can neutralize bias by means of natural language processing techniques that foment fairness.
However, according to the graph, only 15 percent of the surveyed companies use Al for background checks, which indicates to the
extent to which it is not used in critical decision points. Such collaboration between Al developers and human resources
professionals is needed to widen the applications of Al in an ethical and effective manner (Albaroudi et al., 2024).

Al (Hunkenschroer & Luetge, 2022) has also reshaped process of motivation, namely through Maslow’s Hierarchy. According to
Getman et al. (2024), Al enabled gamification strategies can dramatically boost engagement focusing on customised motivational
experiences. The graph, however, places a heavy focus on the uses of Al, including job description generation (65%), which indicates
that more innovative uses of motivation deserve exploration. Therefore, to maintain motivation and long term engagement,
balancing Al efficiency with human oversight is critical (Getman et al., 2024).

5. Methodology

For this study, thematic analysis was chosen because it is able to identify, analyse, and interpret patterns in qualitative data. This
study focuses on recruitment, motivation, and people monitoring, as the end of recruitment is directly connected to motivation
that recruits feel for their jobs and directly affects their engagement and performance. Shukla et al. (2019) assert that such a
method helps in an in depth understanding of complex themes.

Data sources for this analysis included peer reviewed journals as well as books and conference papers that specifically discuss Al
in HRM. Through this process, we familiarised myself with the data, noted key points, developed themes and checked the relevance
and coherence of all themes. As expressed by Hasija and Esper (2022), the role of thematic analysis is to capture the subtle views
and role of Al adoption in organizational framework to acquire rich and workable concepts.

6. Results/Findings

The usage of artificial intelligence (Al) is reshaping human resource management (HRM) in recruitment, motivating the employees
and improving performance monitoring (Malik et al., 2023). In this section, we critically explore thematic findings and the use of
Al tools in these areas, benefits of such tools, and the challenges they raise.
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Table 1: Thematic Analysis

Theme Source 1 Source 2 Source 3
Al in  Recruitment | "Al-enabled recruiting systems | "More businesses are using Al | "Generative Al is a game-
Processes have evolved from nice to talk | in  curriculum vitae (CV) | changer, enabling automated
about to necessary to utilize" | screening... this process | candidate screening that
(Black & van Esch, 2020). improves efficiency in the | leverages algorithms to sift
recruitment process” | through resumes and
(Albaroudi et al., 2024). applications" (Rathnayake &

Gunawardana, 2023).

Al and Algorithmic | "While the move improves | "Al may equally replicate and
Bias efficiency in the recruitment | amplify such bias and embed it
process, it is vulnerable to biases, | in technology" (Kelan, 2024).
which have adverse effects on
organizations and the broader
society" (Albaroudi et al., 2024).

Al in  Motivation | "Gamification significantly | "Al-driven applications align

Processes enhances employee motivation | with Maslow’s hierarchy by
and performance” (Getman et al.,, | addressing psychological
2024). needs" (Patil & Josep, 2024).

Al in  Employee | "Al-assisted applications for HRM | "Generative Al can provide

Satisfaction enhance employee experience | employees  with  real-time
(EX) and engagement (EE)" (Malik | insights into their performance,
et al., 2023). fostering ongoing

improvement" (Rathnayake &
Gunawardana, 2023).

Al in  Performance | "Real-time Artificial intelligence | "Continuous feedback
Monitoring Al-driven assessments not only | mechanisms, enabled by Al
enable incentives and praise for | provide employees with real-
good performances immediately | time insights into  their

but also ensure accuracy | performance, fostering

throughout the entire process" | ongoing improvement"

(Chukwuka & Dibie, 2024). (Rathnayake & Gunawardana,
2023).

Recruitment processes have seen the evolution of Al as the processes have become automated and efficient (Nazareno & Schiff,
2021). Black and van Esch (2020) point out that Al-enabled recruiting systems are now vital as they enable candidate selection to
be streamlined. The good thing about these tools is that they can quickly sift through a large volume of applications and save time
and resources. But there is risk in relying on such systems to perpetuate algorithmic bias if the training data includes historical
inequities. According to Albaroudi and colleagues (2024), while Al can be efficient it can also suffer from bias and prove to be
unfair. This highlights the necessity to monitor and continually improve Al tools for inclusivity and fairness in results (Albaroudi et
al,, 2024).

Aligning with Maslow's hierarchy of needs to motivate employees through Al potentials are of great interest (Okatta et al.,, 2024).
In Getman et al. (2024) it is illustrated that gamification strategies powered by Al leads to higher engagement, by developing
adaptive learning environments and personalized incentives. For instance, Al can individualize rewards by taking account of
psychological needs such as of self-fulfilment, and needs physical. Like Patil and Josep (2024), they argue that Al applications or
adaptive learning platforms facilitate employee satisfaction by addressing intrinsic needs. However, relying too far upon such
technology has the risk of minimizing authentic human interaction. To leverage the efficiency of Al without compromising trust,
it's important to take a balanced approach (Getman et al., 2024).

Performance monitoring shows how well Al may perform real time feedback and correct evaluation (Prentice & Nguyen, 2020).
Chukwuka and Dibie (2024) point out that Al powered assessments provide immediate recognition of achievements and precision.
Rathnayake and Gunawardana (2023) point out that too much monitoring can make employees stressed and resistant. To generate
trust and satisfaction, these systems must either have transparent implementation or involve employee involvement in their design.
A balance between oversight and employee autonomy is critical for making performance management sustainable.
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7. How We Can Implement It in the Retail Sector

When it comes to Al in the HRM of the retail sector, there are different challenges that must be tackled such as high rate of
turnover, diversified workforce needs and the need for fast processing. Once put into action, Al platforms can revolutionize
recruitment by automating resume screening, ranking candidates and prediction of job fit. It is particularly useful in retail due to
the frequent need to hire large numbers of frontline staff (Sakka et al., 2022). Black and van Esch (2020) underline that recruiting
at scale is not efficiently handled without Al enabled recruiting. Despite this, Albaroudi et al. (2024) point out that biases in Al
systems can disproportionately affect underrepresented groups in retail. To promote inclusive hiring, retailers have to use bias
mitigation strategies, including diverse data inputs and regular audits (Votto, Poval (2021).

Retail jobs are varied and personalized training and motivation can really improve employee performance. Second, Al systems
powered by Al analyse employee data to better personalize training in areas of skilled gaps (Yanamala, 2024). As Rathnayake and
Gunawardana (2023) point out, generative Al systems construct adaptive learning paths tuned towards customer and
organizational objectives. Additionally, gamification can be used in retail training to motivate employees when such training may
be used with rewards, as Getman et al. (2024) show how rewards can increase the level of engagement. However, input from a
human element is important so that training mirror the values in a customer focused retail environment.

The combination of Al enhanced performance tracking systems can create real time feedback and predictive insights to transform
workforce management in retail (Zavyalova et al. 2023). As an example, Chukwuka and Dibie (2024) demonstrate that the use of
Al tools allows managers to tell when achievement took place better. In retail, employee performance is an absolute determinant
of customer satisfaction which is critical. Rathnayake and Gunawardana (2023) however, warn that excessive monitoring can cause
stress among employees. To use Al systems intrinsically, therefore, retailers will need to design them transparently, involving
employees in the system's design and in particular involving retailers in the basic choices made when implementing the system.
Overall, Al can help the retail sector tackle its HR problems with well expanded recruiting processes, personalization of training,
and to enhance performance management. For sustainable benefits to be achieved, this demand for ethical implementation and
transparency.

8. Conclusion

By streamlining recruitment, personalizing training, and optimizing performance management, Al has the potential to transform
HRM in the retail sector. It offers thematic insights into its ability to manage high turnover, employee needs, and to give real time
feedback. To use Al in retail HR ethically and transparently is important for building trust and inclusivity because it is important for
HR managers in retail. It is important to find the balance between automation and human oversight to ensure employee
engagement and satisfaction remain high. Future research should delve into how these technologies will impact the workforce
over the long term, and what strategies there are to address ethical concerns.
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