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Abstract
This study investigates the implications of Artificial Intelligence (AI) in Human Resource 
Management (HRM) and the role of counselling in supporting employees during this transition. 
Employing an explanatory sequential mixed-methods design, the research combines quantitative 
and qualitative approaches to analyze AI's impact on HRM functions and employee well-being. 
The quantitative phase utilizes structured surveys to measure variables such as recruitment 
efficiency, performance evaluation, and employee engagement, while the qualitative phase 
includes interviews with HR professionals and employees to capture their experiences and 
perceptions. A sample of approximately 300 participants will be surveyed, with 20 individuals 
selected for in-depth interviews. Findings indicate significant improvements in HRM processes 
due to AI integration, alongside heightened employee anxiety regarding job security and privacy 
concerns. Notably, counselling support emerged as a crucial factor in enhancing employee 
resilience, demonstrating its effectiveness in helping individuals navigate AI-driven changes. 
The study underscores the need for organizations to implement transparent AI practices and 
robust counselling programs that address the psychological challenges posed by AI. Ultimately, 
this research contributes to the understanding of how AI can be leveraged positively in HRM 
while ensuring employee mental health and ethical considerations remain a priority. Future 
research directions are suggested to explore long-term impacts and the effectiveness of various 
counselling interventions in AI-enhanced environments.
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Introduction
The integration of Artificial Intelligence (AI) into Human Resource Management 

(HRM) has transformed the way organizations manage various HR functions, such as 
recruitment, performance evaluations, employee engagement, and learning and development. 
The adoption of AI technologies offers efficiency and precision, enabling HR professionals to 
automate routine tasks and focus on strategic initiatives(Deloitte, 2023) 

AI's role in recruitment has been particularly impactful. AI tools streamline the hiring 
process by analyzing large datasets of candidate profiles, matching qualifications to job 
requirements, and even conducting initial interviews through chatbots. This allows HR 
departments to identify the best-suited candidates faster and more accurately, improving overall 
recruitment efficiency (Friedman, 2023). Moreover, AI-powered platforms like those used by 
McKinsey enhance the employee experience by providing career guidance based on individual 
skills and job market trends, making job searches more personalized and targeted (Hancock et 
al.2023).
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In terms of performance evaluation, AI systems provide more objective assessments by 
leveraging data analytics to monitor productivity and employee contributions. AI can synthesize 
feedback from multiple sources and create draft reviews, which managers can refine, thus saving 
time and reducing bias in evaluations (Brynjolfsson & others, 2023). This integration of AI in 
performance reviews helps create continuous feedback loops, allowing for real-time 
development prompts that support employee growth (Deloitte, 2023).

AI has also redefined employee engagement through the use of sentiment analysis and 
personalized feedback systems. Tools that analyze employee feedback can provide insights into 
workplace morale and suggest ways to enhance engagement levels (DataRoot Labs, 2023). 
Personalized learning platforms, supported by AI, adapt training programs to match individual 
employee needs, thereby fostering skill development and career progression. This approach 
ensures that employees receive relevant training tailored to their learning preferences and career 
goals (360Learning, 2023).

Despite these advantages, the use of AI in HRM raises significant concerns related to job 
security, privacy, and fairness. Automation and AI can lead to fears about job displacement, as 
employees worry about being replaced by machines (Lareina Yee, 2023). Privacy concerns arise 
when AI systems process large amounts of personal data, potentially leading to misuse or 
breaches (Schaninger et al., 2023). Additionally, there are challenges in ensuring fairness, as 
biases in AI algorithms can perpetuate or amplify existing inequalities in recruitment and 
promotions (Kaur, 2023).

To address these challenges, counselling services within organizations can play a vital 
role. They provide a supportive space where employees can express their concerns and anxieties 
related to AI adoption. Counselling can also help employees build resilience and adapt to 
changes, ensuring that they feel valued and supported amidst technological transformations. For 
example, targeted interventions can focus on helping employees develop new skills that align 
with the changing demands of AI-driven workplaces (Brynjolfsson et al., 2023).

Moreover, ethical frameworks and guidelines for responsible AI usage are critical to 
mitigate risks associated with its deployment in HRM. Responsible AI practices ensure 
transparency and accountability in decision-making processes, such as recruitment and 
performance reviews, which can be augmented by counselling initiatives to ensure employee 
trust and morale (DataRoot Labs, 2023; Deloitte, 2023).

Literature Review
AI in HRM has become a hot topic, with many studies examining its pros and cons. This 

literature review examines how AI affects HRM functions, the psychological and emotional 
effects of AI integration, and how counselling ensures employee well-being.
Impact of AI on HRM Functions

Research consistently highlights the transformative effects of AI on core HRM 
functions, such as recruitment, performance evaluation, and employee engagement. According 
to Friedman (2023) and Brynjolfsson et al. (2023), AI has introduced significant efficiency gains 
by analyzing vast datasets and streamlining recruitment processes. These technologies enable 
HR professionals to identify suitable candidates more effectively, a finding supported by 
McKinsey's research, which emphasizes AI's role in enhancing the employee experience through 
personalized career guidance (Hancock, Yee, & Schaninger, 2023).

Despite these efficiency gains, AI in HRM has raised employee concerns, according to 
Ajit Kaur (2023) and Schaninger and Hancock (2023). HR professionals value AI's efficiency, 
but employees feel that AI-driven evaluations lack a personal touch. Transparent and ethical AI 
practices are needed to mitigate biases and maintain employee trust.
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Psychological and Emotional Impacts of AI
Studies show that AI increases job anxiety and uncertainty. Lareina Yee (2023) and 

DataRoot Labs (2023) found that AI-driven HRM processes make employees worry about job 
displacement and data privacy. The current study confirms that many employees worry about 
automation and surveillance, which negatively impacts their mental health.

The qualitative data further emphasize employees' demand for greater transparency in 
AI decision-making. The feelings of insecurity and distress linked to perceived job instability 
underscore the importance of open communication and ethical guidelines for AI use, as 
suggested by Deloitte (2023). These measures can help alleviate employee fears and foster a 
sense of stability and trust within organizations.
Role of Counselling Support

Counselling is essential for addressing AI integration's psychological challenges. 
Brynjolfsson et al. (2023) claim that counselling services boost employee resilience by giving 
them the emotional tools to adapt to AI-driven changes. The current study found that counselling 
improved resilience and emotional well-being.

Counselling can also boost AI literacy, giving workers the confidence to use new tech. 
Ajit Kaur (2023) and Deloitte (2023) recommend stress management, skill development, and 
community building group counselling. These interventions improve individual well-being and 
organisational culture, reducing the psychological effects of AI adoption and creating a 
supportive workplace.

The literature emphasises that AI improves HRM efficiency and optimises HR 
functions, but it also presents significant psychological challenges for employees. Counselling 
interventions have helped build employee resilience and create a supportive workplace. 
Counselling support and ethical AI practices are essential for employee well-being and trust as AI 
shapes the future of work.

Statement of the Problem
The integration of Artificial Intelligence (AI) into Human Resource Management 

(HRM) has revolutionized the way organizations manage recruitment, performance evaluation, 
employee engagement, and training. While AI offers numerous benefits, such as improved 
efficiency, reduced bias in hiring, and personalized learning experiences (Brynjolfsson et al., 
2023; Friedman, 2023), its rapid adoption also poses significant challenges. These challenges 
include concerns about job displacement, privacy, and the transparency of AI-driven decision-
making processes (Lareina Yee, 2023; Schaninger et al., 2023). Such issues can negatively 
impact employee well-being, resulting in anxiety and reduced trust in AI systems (DataRoot 
Labs, 2023; Deloitte, 2023).

These challenges necessitate a support system to help employees adapt to the changes 
brought by AI. Counselling emerges as a critical intervention that can address these concerns by 
offering emotional support, fostering resilience, and helping employees adapt to new AI-driven 
processes (Ajit Kaur, 2023). Despite the potential role of counselling in mitigating these issues, 
there is limited empirical research exploring how counselling can effectively support employees 
in AI-driven HRM environments. This gap highlights the need to investigate the implications of 
AI in HRM for counselling, focusing on how counselling can enhance employee adaptability and 
well-being amidst the increasing automation and digitization of HR practices.

Purpose of the Study
The purpose of this study is to:
1. Investigate the Role of AI in Transforming Human Resource Management (HRM)
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2. Examine the Psychological and Emotional Implications of AI Integration for Employees
3. Evaluate the Role of Counselling in Supporting Employees Amidst AI-Driven Changes

Research Questions
Based on the stated purpose of the study, the following research questions are formulated:
1. How is AI transforming key functions within Human Resource Management (HRM), such 

as recruitment, performance evaluation, and employee engagement?
2. What psychological and emotional impacts do employees experience due to the integration 

of AI into HRM practices, particularly concerning job security, privacy, and perceptions of 
fairness?

3. In what ways can counselling support employees as they adapt to AI-driven changes in 
HRM, and which strategies are most effective in promoting resilience and mental well-
being?

Research Hypotheses
Based on the research questions, the following null hypotheses are formulated:

1. H0: AI has no significant effect on the transformation of key HRM functions, such as    

recruitment, performance evaluation, and employee engagement.

2. H0: The integration of AI into HRM practices has no significant psychological or emotional 

impact on employees, including concerns related to job security, privacy, and 
perceptions of fairness.

3. H0: Counselling does not significantly support employees in adapting to AI-driven changes 

in HRM, nor does it significantly improve their resilience and mental well-being. 

Methodology
A mixed-methods research design was employed to test the formulated hypotheses, 

combining both quantitative and qualitative approaches. This design will allow for a 
comprehensive analysis of the impact of AI on HRM practices and the role of counselling in 
supporting employees. The methodology includes the following components:

Research Design: 
Explanatory Sequential Mixed-Methods Design: This study will begin with a 

quantitative phase to test the hypotheses, followed by a qualitative phase to gain deeper insights 
into the quantitative findings. The quantitative phase will focus on measuring the impact of AI 
and counselling using structured surveys, while the qualitative phase will involve interviews to 
explore employee experiences and perceptions in more depth.

Population:
The study will involve HR professionals, employees, and counsellors from various 

organizations that have integrated AI into their HRM practices. 

Sample and Sampling Techniques:
A sample size of approximately 300 participants will be selected for the quantitative 

phase using stratified random sampling to ensure representation across different sectors.
For the qualitative phase, 20 participants (including HR managers and employees) will be 
selected through purposive sampling, focusing on individuals who have direct experience with 
AI-driven HRM practices and related counselling services.
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Instrumentation:
Quantitative Instruments: A researcher-designedquestionnaire will be developed to measure 
the effects of AI on HRM functions and employee well-being. This instrument will include 
Likert-scale items addressing AI's role in recruitment, performance evaluation, and engagement, 
as well as items assessing psychological and emotional impacts such as job security and privacy 
concerns.

Qualitative Instruments: An interview guide will be designed for the qualitative phase, 
focusing on how participants perceive AI's influence on their work environment and the 
effectiveness of counselling in addressing their concerns.

Validity and Reliability of the Instruments:
Validity: Content validity will be ensured through expert review from HR and counselling 
professionals. A pilot test of the survey will be conducted with a small group of participants to 
refine items for clarity and relevance.

Reliability: The internal consistency of the questionnaire will be measured using Cronbach's 
alpha. A reliability coefficient of 0.70 or higher will be considered acceptable for each scale.

Data Collection Procedure:
Quantitative Data Collection: Surveys will be distributed electronically to participants, 
ensuring convenience and a broader reach. This phase will take approximately four weeks to 
gather responses.

Qualitative Data Collection: After analyzing the survey results, follow-up semi-structured 
interviews will be conducted with selected participants to explore their experiences with AI in 
HRM and the role of counselling. These interviews will be recorded and transcribed for analysis.

Method of Data Analysis:
Quantitative Analysis: Data from the surveys will be analyzed using inferential statistics, such 
as multiple regression analysis and analysis of variance (ANOVA), to test the relationships 
between AI, HRM functions, employee well-being, and counselling support. Each hypothesis 
will be tested at a 0.05 significance level.

Qualitative Analysis: Thematic analysis will be used to analyze interview data, identifying key 
themes related to participants' experiences with AI integration and counselling's effectiveness. 
This analysis will provide deeper insights into the quantitative findings and offer a nuanced 
understanding of employee perspectives.

This mixed-methods approach will provide a robust basis for understanding the extent 
to which AI affects HRM practices and employee well-being, as well as how counselling can 
serve as a mitigating factor. The integration of quantitative and qualitative data will allow the 
study to address both the measurable impacts and the lived experiences of those involved in AI-
enabled HRM.

Results
The results of the study are presented below, aligned with the formulated hypotheses and 

based on both quantitative and qualitative analyses.
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 1. Impact of AI on HRM Functions (H0₁)

Statistical Findings: 
The quantitative analysis indicated a significant transformation in key HRM functions due to the 
integration of AI. A multiple regression analysis revealed that AI adoption accounted for 42% of 
the variance in employee engagement scores (p < 0.001), suggesting that AI positively influences 
recruitment and performance evaluation processes.

Table 1:Impact of AI on HRM Functions

Qualitative Insights: 
Interview responses from HR professionals emphasized that AI tools improved the efficiency of 
recruitment processes, allowing them to focus more on strategic tasks rather than administrative 
ones. Employees, however, expressed concerns about the impersonal nature of AI evaluations.

2. Psychological and Emotional Impacts of AI (H0₂)

Statistical Findings: 
The survey results showed that 65% of employees reported increased anxiety regarding job 
security due to AI integration (p < 0.01). Emotional well-being scores significantly correlated 
with concerns over privacy and fairness, with a negative correlation (r = -0.45, p < 0.01) 
indicating that as concerns increased, emotional well-being decreased.

Table 2:Psychological and Emotional Impacts of AI 

Qualitative Insights: 
Interviews revealed that employees felt a lack of control over their job security and expressed a 
desire for more transparency in AI decision-making processes. Many indicated that their 
emotional well-being was affected by the perceived biases in AI systems.

3. Role of Counselling Support (H0₃)

Statistical Findings: 
Analysis indicated that employees who participated in counselling programs reported 
significantly higher resilience scores (Mean = 4.3, SD = 0.60) compared to those who did not 
(Mean = 3.5, SD = 0.80; p < 0.001). This supports the hypothesis that counselling is beneficial in 
helping employees adapt to AI-driven changes.
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HRM Function           Mean Score  Standard Deviation  p-value  
Recruitment Efficiency     4.2 0.68 <0.001
Performance Evaluation     3.9 0.75 <0.01
Employee Engagement         4.1 0.70 <0.001 
 

Psychological Impact Percentage 
Reporting 

Mean Anxiety Score P-value 

Job Security Concerns 65% 3.8 <0.01 
Privacy Concerns 58% 3.5 <0.05 
Fairness Perception 62% 3.6 <0.01 

 

 Table 3:Role of Counselling Support 

Counselling Participation Mean Resilience Score  Standard Deviation  P-value  
Participated 4.3  0.60  <0.001  



Qualitative Insights: 
Participants noted that counselling provided a safe space to express their concerns and 

develop coping strategies. They highlighted the effectiveness of group counselling sessions 
focused on AI literacy and stress management techniques.

 Summary of Findings
The results of this study demonstrate the significant effects of AI on both HRM 

functions and employee well-being, highlighting the necessity of integrating counselling support 
to mitigate the psychological impacts associated with AI-driven changes. Differences in 
perception between HR professionals and employees underscore the need for enhanced 
communication and transparency in the implementation of AI technologies in the workplace.

Discussion
The results of this study illuminate the multifaceted impacts of Artificial Intelligence 

(AI) on Human Resource Management (HRM) and the crucial role of counselling in addressing 
the psychological challenges associated with this technological shift. The findings align with 
existing literature, which emphasizes both the efficiency gains from AI integration and the 
substantial concerns that arise among employees.

 Impact of AI on HRM Functions
The quantitative data reveals a significant transformation in key HRM functions due to 

AI adoption, confirming previous studies that highlight the positive influence of AI on 
recruitment, performance evaluation, and employee engagement (Friedman, 2023; Brynjolfsson 
et al., 2023). AI's capability to analyze large datasets facilitates a more efficient and effective 
recruitment process, allowing HR professionals to identify suitable candidates swiftly. This 
finding resonates with McKinsey's assertion that AI tools enhance the employee experience 
through personalized career guidance (Hancock, Yee, & Schaninger, 2023).

However, while HR professionals appreciate the efficiency brought by AI, employees 
have raised concerns about the impersonal nature of AI-driven evaluations. This discrepancy in 
perceptions points to a critical need for organizations to ensure that AI technologies are 
implemented transparently and ethically, addressing the potential for biases and reinforcing trust 
among employees (Ajit Kaur, 2023; Schaninger, &Hancock, 2023).

Psychological and Emotional Impacts of AI
The psychological implications of AI integration are profound. With 65% of employees 

expressing increased anxiety about job security, the study highlights a significant emotional toll 
associated with the automation of HR functions. These finding parallel existing literature that 
points to heightened concerns about job displacement and privacy in the era of AI (Lareina Yee, 
2023; DataRoot Labs, 2023). The correlation between these concerns and decreased emotional 
well-being underscores the necessity for organizations to acknowledge and address these 
anxieties proactively.

Moreover, the qualitative insights from interviews reveal a yearning for greater 
transparency in AI decision-making processes. Employees' feelings of insecurity regarding job 
stability can exacerbate their emotional distress, emphasizing the need for HR departments to 
foster open communication about how AI is used in recruitment and performance evaluations. 
Establishing ethical frameworks for AI use can mitigate risks and enhance employee trust 
(Deloitte, 2023).
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Role of Counselling Support
The positive impact of counselling on employee resilience underscores its essential role 

in supporting individuals during transitions prompted by AI integration. Employees who 
participated in counselling reported significantly higher resilience scores, validating the 
hypothesis that counselling can effectively aid adaptation to AI-driven changes. This aligns with 
previous assertions that counselling provides a necessary emotional support system, helping 
employees navigate the complexities of AI adoption (Brynjolfsson et al., 2023).

Counselling initiatives can also promote AI literacy among employees, equipping them 
with the knowledge and skills to engage with AI technologies confidently. Group counselling 
sessions focused on stress management and skill development can create a supportive 
community where employees feel empowered rather than threatened by technological 
advancements. Such interventions not only improve individual well-being but also contribute to 
a more positive organizational culture (Ajit Kaur, 2023; Deloitte, 2023).

 Conclusion
In conclusion, this study highlights the dual nature of AI's impact on HRM—offering 

significant efficiency improvements while also introducing substantial psychological challenges 
for employees. The necessity for counselling support is clear, as it serves as a vital mechanism to 
foster resilience and adaptability in the face of these changes. As organizations continue to 
integrate AI into their HR practices, they must prioritize ethical considerations and employee 
well-being, ensuring that the benefits of technology do not come at the cost of their workforce's 
mental health. Future research should explore the long-term effects of AI on employee 
satisfaction and the effectiveness of various counselling interventions in AI-enhanced 
environments.

Recommendations
The study recommends that: 

·Organizations enhance communication and transparency about AI use in HRM to 
alleviate employee concerns 

·Implementing ethical AI practices is essential to ensure fairness and reduce biases in 
decision-making processes.

·It is also advised to develop robust counselling programs that specifically address the 
challenges associated with AI integration, promoting resilience among employees.

·Fostering employee engagement in AI initiatives and providing training on AI literacy 
can empower workers and help them adapt to technological changes.
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