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Abstract-The rapid evolution of artificial intelligence (AI), 
generative AI, machine learning and advanced analytics is 
transforming the role of technology in human resource 
management (HRM). While Electronic Human Resource 
Management (E-HRM) and digital HRM have primarily 
focused on digitising, integrating and automating HR 
processes, the emergence of AI-enabled systems is creating 
opportunities for HR functions to become predictive, 
adaptive and increasingly strategic. However, existing 
literature remains fragmented across individual HR 
functions such as recruitment, training, performance 
management and workforce analytics, with limited 
conceptual integration of how organizations can progress 
from digital HRM toward intelligent HRM. This conceptual 
paper addresses this gap by developing an integrated 
framework for AI-enabled HR transformation. Drawing on 
the Dynamic Capabilities View and complementary insights 
from the resource-based view, sociotechnical systems 
perspective and responsible AI literature, the paper 
conceptualizes intelligent HRM as an organizational 
capability emerging from the integration of AI capability, 
digital HR infrastructure, HR analytics capability, human–
AI collaboration and responsible AI governance. The 
framework proposes that these antecedents transform 
traditional digital HRM into intelligent HRM through three 
interconnected capabilities: predictive decision-making, 
adaptive workforce management and personalized 
employee development. These capabilities are expected to 
enhance organizational agility, employee experience and 
strategic HR effectiveness. The paper further identifies 
trust, employee AI readiness, leadership support and data 
governance as important contextual conditions. The 
proposed framework contributes to the emerging AI-HRM 
literature by shifting the discussion from isolated AI 
applications toward an integrated HR transformation 
perspective. The paper concludes with theoretical 
implications, managerial implications and propositions for 
future empirical research. 

Keywords: Artificial Intelligence, Digital HRM, E-HRM, 
Intelligent HRM, Generative AI, HR Analytics, 
Organizational Agility, Human–AI Collaboration, 
Responsible AI 

I. INTRODUCTION 

Human Resource Management (HRM) has undergone 
substantial technological transformation over the last three 
decades. The progression from traditional personnel 
administration to Electronic Human Resource Management 
(E-HRM), digital HRM and, more recently, artificial 
intelligence (AI)-enabled HRM reflects an increasing 
integration of digital technologies into the management of 

people and work. E-HRM initially emphasized the use of 
web-based technologies to automate administrative 
activities, facilitate information exchange and improve the 
accessibility of HR services. Subsequently, digital HRM 
expanded this orientation by integrating cloud computing, 
mobile technologies, analytics and digital platforms into HR 
processes. 

The emergence of AI represents a qualitatively different stage 
in this evolution. Unlike conventional digital systems that 
primarily digitize or automate predetermined processes, AI-
enabled technologies can identify patterns, generate 
predictions, support complex decisions, personalize 
interventions and increasingly generate new content. 
Consequently, AI has the potential to change not merely how 
HR processes are delivered but also how HR professionals 
conceptualize, design and execute HR activities. 

The literature demonstrates that AI is already being applied 
across recruitment and selection, employee development, 
performance management, workforce analytics, employee 
engagement and other HR activities. A systematic review of 
AI-based HRM applications identifies applications including 
candidate screening, personalized training, performance 
assessment and employee engagement as important areas of 
AI adoption [2]. Similarly it was demonstrate that 
recruitment and selection represent one of the most 
extensively researched areas of AI application in HRM while 
emphasizing that HR managers require new cognitive, 
human-capital and social-capital capabilities to implement 
AI effectively [5]. 

However, the increasing use of AI should not automatically 
be equated with intelligent HRM. An organization may 
implement AI-based recruitment software without 
developing the organizational capabilities required to 
interpret AI-generated insights, manage employee concerns 
or integrate AI into strategic decision-making. Thus, the 
central question is not simply whether organizations adopt AI 
but how organizations transform digital HRM into an 
intelligent HRM capability. 

Recent scholarship supports the need for such a broader 
perspective [7] identify four pathways in the AI-HRM 
literature: AI-enhanced collaboration, AI-driven workplaces, 
AI-enabled business models and AI-powered innovation. 
Their review indicates that AI-HRM research is moving 
beyond isolated automation toward broader organizational 
transformation. 

At the same time, AI creates substantial governance 
challenges. Concerns surrounding algorithmic bias, 
transparency, privacy, accountability and employee trust are 
increasingly central to AI-HRM research [4], in a systematic 
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review of responsible AI in HRM, emphasize that AI can 
augment HR activities but that managing humans through AI 
creates significant ethical and organizational risks. 

These developments indicate that AI-HRM should be 
understood as a transformation of HR capability rather than 
merely the adoption of another digital tool. 

Accordingly, this paper addresses the following research 
question: 

RQ: How can organizations transition from digital HRM 
toward intelligent HRM through AI-enabled 
organizational capabilities? 

The paper has three objectives: 

1. To conceptualize the transition from E-HRM and 
digital HRM to intelligent HRM. 

2. To identify the organizational capabilities required 
for AI-enabled HR transformation. 

3. To develop an integrated conceptual framework 
explaining how AI-enabled HR capabilities can 
contribute to organizational and employee 
outcomes. 

II. EVOLUTION OF HRM TECHNOLOGY 

The technological evolution of HRM can broadly be 
conceptualized across four stages: 

Traditional HRM → E-HRM → Digital HRM → 
Intelligent HRM 

A. Traditional HRM 

Traditional HRM relied heavily on manual processes, paper-
based records, face-to-face interactions and administrative 
decision-making. HR professionals were primarily 
responsible for maintaining employee records, recruitment 
administration, payroll coordination, training and 
compliance. 

The limitations of traditional HRM included high 
administrative workloads, information fragmentation, slower 
decision-making and limited analytical capability. 

B. Electronic HRM 

E-HRM emerged with the increasing adoption of internet and 
web technologies in HR processes. It was conceptualized E-
HRM as the application of information technology for 
networking and supporting at least two individual or 
collective actors in shared HR activities [9]. 

E-HRM facilitated: 

• electronic recruitment; 
• electronic training; 
• electronic performance management; 
• electronic compensation; 
• electronic employee communication; 
• employee self-service; and 
• centralized HR information. 

Thus, the principal objective of E-HRM was to make HR 
processes more accessible, standardized and efficient. 

C. Digital HRM 

Digital HRM represents a broader transformation in which 
HR processes become embedded within interconnected 
digital ecosystems. Cloud computing, mobile applications, 
HR analytics, collaboration platforms and digital employee 
experience technologies increasingly enable HR departments 
to move beyond administrative automation. 

Digital HRM creates opportunities for: 

• real-time workforce information; 
• integrated HR platforms; 
• employee self-service; 
• data-driven decision-making; 
• digital learning; 
• workforce analytics; and 
• strategic workforce planning. 

However, digital HRM frequently remains dependent on 
predefined rules, structured data and human interpretation. 

D. Intelligent HRM 

Intelligent HRM represents the proposed next stage of 
development. 

In this paper, Intelligent HRM is defined as an AI-enabled 
organizational capability through which HR processes 
use data, analytics, machine learning, generative AI and 
human–AI collaboration to support predictive, adaptive, 
personalized and strategically integrated people 
decisions. 

The distinction is important. 

Dimension E-HRM 
Digital 
HRM 

Intelligent 
HRM 

Primary 
purpose 

Digitization Integration Intelligence 

Technology Web/HRIS Cloud, 
analytics, 
platforms 

AI, ML, 
GenAI 

Decision 
orientation 

Transaction
al 

Data-
informed 

Predictive/a
daptive 

HR role Administrat
or 

Strategic 
partner 

Human–AI 
decision 
orchestrator 

Personaliza
tion 

Limited Moderate High 

Analytics Descriptive Descriptive
/diagnostic 

Predictive/p
rescriptive 

Employee 
interaction 

Self-service Digital 
experience 

Intelligent 
interaction 

Workforce 
planning 

Periodic Data-
supported 

Dynamic/pr
edictive 

Governance Data 
security 

Digital 
governance 

Responsibl
e AI 
governance 
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III. LITERATURE REVIEW 

3.1 Artificial Intelligence in HRM 

AI refers broadly to computational systems capable of 
performing tasks associated with human intelligence, 
including learning, reasoning, prediction and language 
processing [8]. 

In HRM, AI can be applied to: 

• recruitment and selection; 
• talent identification; 
• employee learning; 
• performance management; 
• workforce planning; 
• employee engagement; 
• HR chatbots; 
• career development; 
• workforce analytics; and 
• strategic decision-making. 

AI creates considerable opportunities for HRM but also 
presents challenges relating to data quality, fairness, 
accountability and the complexity of human decision-making 
[10]. 

Recent literature further indicates that AI-HRM research is 
expanding rapidly as a bibliometric and content analysis of 
1,414 publications and reported substantial growth in 
research examining AI and HRM [3]. 

3.2 AI-Based Recruitment 

Recruitment represents one of the most visible applications 
of AI in HRM. AI can support candidate sourcing, résumé 
screening, job matching, interview scheduling and candidate 
communication. 

AI-based recruitment can potentially reduce administrative 
workload and increase processing speed. However, 
algorithms trained on historically biased data can reproduce 
or amplify existing inequalities [10]. 

Therefore, AI-enabled recruitment requires both 
technological capability and responsible governance. 

3.3 AI-Enabled Learning and Development 

AI can transform learning and development by providing 
personalized learning recommendations, identifying skill 
gaps and supporting adaptive learning pathways. AI and 
automation have important implications for HR development 
and employee capability development [6]. 

Generative AI may further enable employees to access 
individualized learning support, coaching and knowledge 
assistance. 

3.4 AI and Performance Management 

Traditional performance management frequently relies on 
periodic evaluations. AI-enabled systems can facilitate 
continuous data collection and analysis. 

Potential applications include: 

• real-time performance dashboards; 
• productivity analytics; 
• personalized feedback; 
• competency identification; 
• predictive performance analysis; and 
• development recommendations. 

Nevertheless, excessive algorithmic monitoring may create 
employee concerns regarding surveillance, privacy and 
autonomy. 

3.5 AI and HR Analytics 

HR analytics represents a critical bridge between digital 
HRM and intelligent HRM. 

Traditional HR analytics frequently emphasizes descriptive 
information such as employee turnover, absenteeism and 
workforce demographics. AI enables organizations to move 
toward predictive and prescriptive analytics. 

For example: 

Descriptive: What happened? 

Diagnostic: Why did it happen? 

Predictive: What is likely to happen? 

Prescriptive: What should the organization do? 

This progression provides an important basis for intelligent 
HRM. 

3.6 Generative AI and HRM 

Generative AI represents a particularly significant 
development because it can generate text, summaries, 
recommendations and other content through natural-
language interaction. 

The potential applications of generative AI as an HRM 
assistant across multiple HR domains, while emphasizing the 
importance of effective prompting and human oversight [1]. 

This suggests that future HR professionals may increasingly 
operate as human–AI collaborators rather than simply users 
of HR information systems. 

IV. THEORETICAL FOUNDATION 

4.1 Dynamic Capabilities View 

The primary theoretical foundation of this paper is the 
Dynamic Capabilities View (DCV). 

Dynamic capabilities as the organizational ability to 
integrate, build and reconfigure internal and external 
competencies in response to rapidly changing environments 
[12]. 

Further conceptualizes dynamic capabilities through three 
dimensions [11]: 

1. Sensing 
2. Seizing 
3. Transforming/reconfiguring 
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AI-enabled HRM fits naturally within this framework. 

AI-enabled sensing 

AI can help HR departments identify: 

• emerging skill requirements; 
• employee turnover risks; 
• workforce trends; 
• talent gaps; 
• employee sentiment; and 
• external labour-market changes. 

AI-enabled seizing 

Organizations can use AI-generated insights to: 

• allocate talent; 
• personalize development; 
• redesign jobs; 
• improve recruitment; 
• support workforce planning; and 
• make strategic HR decisions. 

AI-enabled transformation 

AI can support continuous redesign of HR processes and 
workforce structures. 

Therefore, intelligent HRM can be conceptualized as a 
dynamic organizational capability rather than merely a 
technological system. 

V. CONCEPTUALIZATION OF INTELLIGENT HRM 

This paper proposes that Intelligent HRM emerges through 
the interaction of five major organizational components: 

5.1 AI Capability 

AI capability refers to an organization’s ability to acquire, 
deploy and utilize AI technologies effectively. 

It includes: 

• AI infrastructure; 
• algorithmic capability; 
• data resources; 
• technical expertise; and 
• AI integration capability. 

5.2 Digital HR Infrastructure 

AI requires reliable digital foundations. 

These include: 

• HR information systems; 
• cloud infrastructure; 
• integrated employee databases; 
• digital collaboration systems; 
• data interoperability; and 
• cybersecurity mechanisms. 

Without a mature digital foundation, AI implementation may 
remain fragmented. 

5.3 HR Analytics Capability 

HR analytics capability represents the organization’s ability 
to transform workforce data into meaningful insights. 

It includes: 

• data literacy; 
• analytical expertise; 
• data interpretation; 
• predictive analytics; and 
• evidence-based HR decision-making. 

5.4 Human–AI Collaboration 

AI should not necessarily replace HR professionals. Instead, 
organizations can develop complementary relationships 
between human expertise and machine intelligence. 

Humans provide: 

• contextual judgment; 
• empathy; 
• ethical reasoning; 
• interpersonal understanding; 
• organizational knowledge. 

AI provides: 

• computational speed; 
• pattern recognition; 
• prediction; 
• information processing; 
• personalization. 

Thus: 

Intelligent HRM = Human expertise + AI capability + 
organizational integration 

5.5 Responsible AI Governance 

Responsible AI governance represents the mechanisms 
through which organizations ensure that AI is: 

• transparent; 
• explainable; 
• fair; 
• privacy-conscious; 
• accountable; and 
• aligned with organizational and societal values. 

Responsible AI principles are particularly important in HR 
because HR decisions directly affect individuals’ 
employment opportunities and experiences [4]. 

VI. PROPOSED CONCEPTUAL FRAMEWORK 

The conceptual framework proposed in this study consists of 
four stages: 
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AI & Digital Foundations → Intelligent HR Capabilities 
→ HR Transformation Outcomes → Organizational 
Outcomes 

Stage 1: AI & Digital Foundations 

• AI capability 
• Digital HR infrastructure 
• HR analytics capability 
• Leadership support 
• Employee AI readiness 

↓ 

Stage 2: Intelligent HR Capabilities 

• Predictive HR decision-making 
• Adaptive workforce management 
• Personalized employee development 
• Human–AI collaboration 

↓ 

Stage 3: HR Transformation Outcomes 

• HR strategic effectiveness 
• Employee experience 
• HR service quality 
• Workforce responsiveness 

↓ 

Stage 4: Organizational Outcomes 

• Organizational agility 
• Workforce resilience 
• Innovation capability 
• Organizational performance 

Contextual governance layer 

Responsible AI governance moderates the relationships 
between AI-enabled capabilities and HR transformation 
outcomes. 

VII. PROPOSED CONCEPTUAL MODEL 

The model can be represented as follows: 

             AI & DIGITAL FOUNDATIONS 
 ┌────────────────────────────────
─────────┐ 
 │ AI Capability                            │ 
 │ Digital HR Infrastructure               │ 
 │ HR Analytics Capability                 │ 
 │ Leadership Support                      │ 
 │ Employee AI Readiness                   │ 
 └───────────────────┬────────────
─────────┘ 
                     │ 
                     ▼ 
          INTELLIGENT HR CAPABILITIES 
 ┌────────────────────────────────
─────────┐ 
 │ Predictive HR Decision-Making           │ 
 │ Adaptive Workforce Management           │ 
 │ Personalized Employee Development      │ 

 │ Human–AI Collaboration                  │ 
 └───────────────────┬────────────
─────────┘ 
                     │ 
                     ▼ 
           HR TRANSFORMATION OUTCOMES 
 ┌────────────────────────────────
─────────┐ 
 │ HR Strategic Effectiveness              │ 
 │ Employee Experience                     │ 
 │ HR Service Quality                      │ 
 │ Workforce Responsiveness                │ 
 └───────────────────┬────────────
─────────┘ 
                     │ 
                     ▼ 
              ORGANIZATIONAL OUTCOMES 
 ┌────────────────────────────────
─────────┐ 
 │ Organizational Agility                  │ 
 │ Workforce Resilience                    │ 
 │ Innovation Capability                   │ 
 │ Organizational Performance              │ 
 └────────────────────────────────
─────────┘ 
 
        ┌──────────────────────────────
┐ 
        │ RESPONSIBLE AI GOVERNANCE    │ 
        │ Trust | Privacy | Fairness   │ 
        │ Transparency | Accountability│ 
        └──────────────────────────────
┘ 
                    ↓ 
       Boundary/Moderating Condition 

VIII. RESEARCH PROPOSITIONS 

Proposition 1 

P1: AI capability is positively associated with the 
development of intelligent HRM capabilities. 

Organizations possessing greater AI-related technological 
and managerial capabilities are more likely to integrate AI 
into HR processes in ways that extend beyond basic 
automation. 

Proposition 2 

P2: Digital HR infrastructure positively influences the 
development of intelligent HRM. 

AI-enabled HR requires integrated, accessible and reliable 
digital data infrastructure. Therefore, organizations with 
stronger digital HR foundations are expected to have greater 
capacity to implement intelligent HRM. 

Proposition 3 

P3: HR analytics capability positively influences intelligent 
HR decision-making. 

The availability of workforce data alone does not create 
intelligence. HR professionals require the analytical 
capability to interpret and apply AI-generated information. 
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Proposition 4 

P4: Human–AI collaboration positively influences HR 
strategic effectiveness. 

AI can augment the analytical capacity of HR professionals 
while humans provide contextual, ethical and relational 
judgment. 

Proposition 5 

P5: Intelligent HRM positively influences employee 
experience. 

AI-enabled personalization, faster HR services, customized 
learning and intelligent employee support can improve the 
quality of employees’ interactions with HR. 

Proposition 6 

P6: Intelligent HRM positively influences organizational 
agility. 

By enabling organizations to anticipate workforce changes, 
identify emerging skills and rapidly reconfigure talent, 
intelligent HRM can strengthen organizational 
responsiveness. 

This proposition is particularly consistent with the Dynamic 
Capabilities View because intelligent HRM may enable 
sensing, seizing and reconfiguration of human resources. 

Proposition 7 

P7: HR transformation outcomes mediate the relationship 
between intelligent HRM and organizational outcomes. 

The contribution of intelligent HRM to organizational 
performance is expected to occur partly through 
improvements in employee experience, HR effectiveness and 
workforce responsiveness. 

Proposition 8 

P8: Responsible AI governance positively moderates the 
relationship between intelligent HRM and HR transformation 
outcomes. 

Transparent, fair and accountable AI governance is expected 
to strengthen the positive effects of AI-enabled HR systems. 

Proposition 9 

P9: Employee AI readiness positively influences the 
relationship between AI capability and intelligent HRM. 

Employees who possess greater willingness and capability to 
work with AI are expected to facilitate successful 
implementation of intelligent HR practices. 

Proposition 10 

P10: Leadership support positively influences the 
transformation from digital HRM to intelligent HRM. 

Senior management support can facilitate resource 
allocation, organizational alignment, employee acceptance 
and strategic integration of AI. 

IX. DISCUSSION 

The proposed framework contributes to the AI-HRM 
literature in several ways. 

First, it conceptualizes AI-enabled HRM as a 
transformation journey rather than an isolated technology 
adoption process. Existing research has extensively 
examined specific applications such as recruitment, 
performance management and training. However, a broader 
organizational transformation perspective is necessary to 
explain how these individual applications become integrated 
into a coherent HR capability. 

Second, the model distinguishes digital HRM from 
intelligent HRM. Digitalization makes HR processes 
electronically accessible and integrated, whereas intelligent 
HRM adds prediction, adaptation, personalization and AI-
supported decision-making. 

Third, the framework emphasizes organizational 
capabilities rather than technology alone. This is consistent 
with the Dynamic Capabilities View, similarly identify 
managerial cognitive capability, human capital and social 
capital as important dimensions of AI adoption in HRM [5]. 

Fourth, the model incorporates human–AI collaboration. 
This is important because HR decisions frequently involve 
ambiguity, emotions, ethical considerations and 
organizational context. AI may augment rather than 
completely replace human HR expertise. 

Fifth, the framework explicitly incorporates responsible AI 
governance. AI-enabled HR systems may create risks 
involving discrimination, privacy, transparency and 
accountability. [4] emphasize the importance of responsible 
AI principles in HRM because algorithmic systems influence 
employment-related decisions. 

Finally, the framework connects intelligent HRM with 
organizational agility. This provides an important bridge 
between HR technology research and strategic management 
research. 

X. THEORETICAL CONTRIBUTIONS 

The paper offers four major theoretical contributions. 

10.1 Extending the E-HRM literature 

The framework extends traditional E-HRM research by 
conceptualizing a transition from digital process enablement 
toward AI-enabled intelligence. 

10.2 Applying Dynamic Capabilities Theory to AI-HRM 

The study positions intelligent HRM as a dynamic 
organizational capability through which organizations can 
sense workforce changes, seize emerging opportunities and 
reconfigure human resources. 

10.3 Integrating human and technological capabilities 

The framework moves beyond technology-centric 
explanations by incorporating human–AI collaboration, 
employee readiness and managerial capabilities. 
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10.4 Incorporating responsible AI 

Responsible AI governance is positioned as a central 
component rather than an afterthought, recognizing that HR 
decisions have direct consequences for employees. 

XI. MANAGERIAL IMPLICATIONS 

The proposed framework offers several implications for HR 
managers. 

11.1 Organizations should not begin with AI alone 

Organizations should first assess their digital HR 
infrastructure, data quality and analytics maturity. 

11.2 HR professionals require new competencies 

Future HR professionals may need competencies in: 

• AI literacy; 
• data analytics; 
• prompt engineering; 
• algorithmic decision-making; 
• AI governance; 
• digital ethics; and 
• human–AI collaboration. 

11.3 Human judgment should remain important 

AI-generated recommendations should not automatically 
replace managerial judgment, particularly in sensitive HR 
decisions involving recruitment, promotion, performance and 
termination. 

11.4 Responsible AI should be embedded into HR strategy 

Organizations should establish mechanisms for: 

• bias monitoring; 
• data privacy; 
• explainability; 
• human oversight; 
• accountability; and 
• employee grievance mechanisms. 

11.5 AI should support organizational agility 

Organizations should focus not only on reducing HR 
administrative costs but also on using AI to anticipate skills, 
workforce requirements and organizational changes. 

XII. ETHICAL AND SOCIAL IMPLICATIONS 

AI-enabled HR transformation has implications beyond 
organizational efficiency. 

Algorithmic recruitment can influence employment 
opportunities. Predictive employee analytics can affect 
perceptions of privacy. Automated performance evaluation 
can alter employee autonomy and trust. 

Therefore, intelligent HRM should follow a principle of 
augmentation rather than uncontrolled automation. 

The objective should be to use AI to improve the quality and 
speed of HR decisions while preserving: 

• human dignity; 
• employee autonomy; 
• procedural fairness; 
• privacy; 
• transparency; and 
• accountability. 

This perspective is consistent with emerging responsible-AI 
scholarship in HRM. 

XIII. RESEARCH AGENDA 

The framework provides several opportunities for future 
empirical research. 

Future Research Area 1: AI-HRM and Organizational Agility 

Future studies can empirically test whether intelligent HRM 
contributes to organizational agility. 

A possible model is: 

AI capability → Intelligent HRM → Organizational 
Agility 

Future Research Area 2: Employee AI Readiness 

Researchers can investigate whether employee AI readiness 
moderates the relationship between AI adoption and 
employee outcomes. 

Future Research Area 3: Trust 

Future research could examine: 

AI transparency → Employee trust → AI acceptance 

Future Research Area 4: Generative AI 

Future studies can examine how employees and HR 
managers use generative AI for: 

• recruitment; 
• learning; 
• career development; 
• HR communication; 
• employee support; and 
• strategic workforce planning. 

Future Research Area 5: Responsible AI 

Researchers can empirically investigate whether responsible 
AI governance reduces employee concerns regarding: 

• privacy; 
• bias; 
• surveillance; 
• job insecurity; and 
• algorithmic decision-making. 
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Future Research Area 6: Emerging Economies 

Much of the AI-HRM literature has emerged from 
technologically advanced economies. Future research should 
examine organizations in emerging economies, including 
India, where digital maturity, workforce diversity and 
institutional conditions may influence AI adoption. 

XIV. CONCLUSION 

The evolution of HR technology has progressed from 
traditional HRM to E-HRM and digital HRM, and 
organizations are now entering an emerging phase 
characterized by AI-enabled intelligent HRM. This transition 
represents more than technological modernization. It 
involves a fundamental transformation in how organizations 
collect workforce information, make HR decisions, develop 
employees and respond to changing business environments. 

This paper proposed a conceptual framework that positions 
intelligent HRM as an organizational capability resulting 
from the integration of AI capability, digital HR 
infrastructure, HR analytics, human–AI collaboration and 
responsible AI governance. The framework proposes that 
these capabilities enable predictive decision-making, 
adaptive workforce management and personalized employee 
development, ultimately contributing to employee 
experience, HR effectiveness and organizational agility. 

The central argument is that AI does not automatically 
create intelligent HRM. Intelligent HRM emerges when 
technology is integrated with organizational capabilities, 
human expertise, strategic leadership and responsible 
governance. 

Consequently, the transition can be represented as: 

E-HRM → Digital HRM → AI-Enabled HRM → 
Intelligent HRM → Organizational Agility 

The proposed framework provides a foundation for future 
empirical research and offers a theoretical bridge between the 
established E-HRM literature and the emerging literature on 
AI-enabled organizational transformation. 
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