Tianjin Daxue Xuebao (Ziran Kexue yu Gongcheng Jishu Ban)/
Journal of Tianjin University Science and Technology

ISSN (Online):0493-2137

E-Publication: Online Open Access

Vol: 58 Issue: 01:2025

DOI: 10.5281/zen0do.14792410

THE IMPACT OF Al ON HUMAN RESOURCE MANAGEMENT &
KNOWLEDGE SHARING IN SMEs: NAVIGATING THE CHANGE

Dr. ANTONETTE ASUMPTHA J RAYAN
Dr. DY Patel Institute of Management Studies, Post-Doctoral Fellow.

Dr. NEETU UDGIRKAR
Dr. DY Patel Institute of Management Studies.

JIM BINO
Joaarkco.

Abstract

Artificial intelligence (Al) is swiftly establishing itself as a fundamental technology across various industries,
particularly in human resource management (HRM) within small and medium enterprises (SMEs). The
integration of Al into HR practices presents SMEs with unparalleled opportunities to improve their
operational efficiency. Al-driven solutions are transforming the ways businesses recruit, engage, and
develop their workforce. By streamlining HR processes, Al enhances recruitment and selection methods,
customises employee development initiatives, and effectively manages performance metrics. The
incorporation of Al into HR functions also brings about significant changes in job roles and organizational
structures. With Al taking over routine tasks, HR professionals are afforded the opportunity to concentrate
on strategic initiatives and nurture interpersonal relationships. Nevertheless, as these advancements
unfold, SMEs must address the ethical considerations associated with Al implementation to maintain
fairness and transparency within their workforce. As we navigate the ever-evolving technological
landscape, Al stands out as both a catalyst for innovation and a topic requiring careful ethical scrutiny in
human resource management. This research paper delves into the ways in which HR professionals can
successfully navigate the increasing presence of artificial intelligence (Al) in the workplace. With Al playing
a significant role in shaping the future of work, HR professionals are tasked with the challenge of adjusting
to these new technologies while upholding a people-oriented approach to managing employees. The paper
explores the opportunities and obstacles that Al brings to HR, and offers recommendations for utilizing Al
to improve HR practices and decision-making. Drawing on real-life examples and proven methods, this
paper aims to empower HR professionals with the knowledge and resources necessary to thrive in the age
of Al

Keywords: Al, HR Professionals, Knowledge Sharing, Workplace, Adaptation, Obstacles, Opportunities,
Methods.

INTRODUCTION

The adoption of Al in HRM not only promotes immediate operational efficiency but also
influences strategic decision-making through predictive analytics. Looking ahead, HR
departments are expected to increasingly depend on intelligent technologies that are set
to transform how SMEs function and compete in the marketplace.

Al Adoption in Knowledge Sharing

The adoption of Al refers to the process of integrating new and distinct knowledge through
the development of new technologies, skills, and training. It involves the capacity of
machines or software to engage in cognitive functions associated with human thinking,
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such as perception, problem-solving, synthesis, and the inference of information that
directs efforts toward achieving goals. Previous studies have examined factors like
resource availability, perceived utility, compatibility, organizational preparedness, and
support from top management that affect an organization's decision to adopt and
integrate Al technologies. Understanding the implications of Al adoption is crucial, along
with assessing the benefits, obstacles, and, most importantly, the social implications both
within and outside the organization. Johnk et al. assessed organizations' readiness for Al
adoption and identified five key factors: Strategic alignment, Resources, Knowledge,
Culture, and Data. Given that knowledge is among these factors, we view knowledge
sharing as part of digital transformation and Al adoption.

Digital technology encompasses tools, electronic boards, machines, software, sensors,
and hardware, or a mix of these elements, which can be evaluated in various contexts.
Al adoption is viewed as a shift from computer-aided technologies to intelligent systems.
In an organization, digital technology is essential for modeling, integration, decision-
making, analysis, and visualization, while Al adoption can enhance organizational
analytics and intelligence through the integration of various software and tools. The
advancement of digital technology has led to the creation of new marketing concepts and
improved customer experiences, which enhance audit quality and organizational
governance. Digital technology can alter the way information is processed across different
sectors such as financial management, marketing, and recruitment, promoting better Al
adoption practices within firms. Al embodies a system’s ability to learn from external
information effectively and apply acquired knowledge and skills to achieve specific tasks
and goals. Digital technology serves as a source of limitless options and data that can be
tailored to individual needs, while Al adoption comprises a set of techniques, algorithms,
and tools utilized in a firm for the advantage of both the organization and its stakeholders.
Digital technologies have driven tremendous advancements worldwide, boosting
productivity, innovation, and profitability for firms, and acting as a key factor in the
adoption of Al. Furthermore, digital technologies transform various business models
through advanced technological applications that assist in developing new products and
services within a firm. Nonetheless, Al adoption introduces innovative approaches for
data processing, facilitating innovation and aiding in the storage and sharing of
information through self-referencing and programmability.

Al-Driven Evolution in Human Resource Departments of SMEs

The landscape of small and medium-sized enterprises (SMES) is changing rapidly, with
artificial intelligence (Al) drastically reshaping HR departments, impacting talent
acquisition and management, and optimizing change management practices.

Embracing Al Technologies

The integration of Al into HR processes signifies a pivotal transformation within small and
medium enterprises. Employing Al tools enhances decision-making and boosts the
operational efficiency of HR departments. For instance, predictive analytics can anticipate
hiring needs, assisting HR in effectively planning their talent pipelines and budgets.
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Additionally, Al-driven chatbots play a crucial role in simplifying the recruitment process
by addressing inquiries and scheduling interviews, which enables HR professionals to
concentrate on more strategic responsibilities.

Evolving Role of HR Professionals & Knowledge Sharing as a Mediator

The introduction of Al leads to notable changes in the roles of HR professionals within
SMEs. Instead of replacing HR roles, Al equips these professionals to concentrate on
strategic functions such as workforce development and enhancing employee
engagement. Tasks previously deemed labor-intensive, like payroll administration or
handling routine employee inquiries, are now managed more efficiently through Al
solutions, allowing HR teams to dedicate resources to skill-building and talent
development initiatives that are vital for the organisation’s growth and adaptability.

Our expertise in the digital transformation of HR highlights the importance of professionals
embracing Al as an ally in fostering a more agile and responsive HR department. “Utilizing
Al empowers our HR teams to contribute more effectively to our overall business
objectives,” remarks Ciaran Connolly, Founder of ProfileTree. He underscores that the
reorientation of HR tasks through Al strengthens the department’s role and maximizes
the potential of individual talents within SMEs.

As technology rapidly evolves, digital technology has permeated all aspects of life.
Consequently, the concept of digital technology emerges, which enhances a firm's
capability to organize and choose resources necessary for Al adoption. Digital technology
can foster creativity and significantly boost a firm's productivity. Knowledge plays a crucial
role in the growth of any business and can drive long-term sustainable benefits through
the latest Al adoption applications. Numerous studies on digital technology suggest that
firms should cultivate a culture of teamwork, resource sharing, and collective goals to fully
realize the value of knowledge sharing. When knowledge sharing within a firm is managed
effectively, it can enable organizations to reap long-term benefits from the latest Al
applications. Digital technology allows firms to leverage specific resources and expertise
in technology to realize advantages through the adoption of new Al applications and
software. Knowledge sharing involves the exchange of expertise, task-related
information, and feedback regarding practices to generate innovative solutions for
specific issues and achieve common objectives. Digital technologies empower firms to
invest in flexible data storage, applications that handle data management, and
sophisticated algorithms and software that aid in knowledge sharing. Moreover, sharing
knowledge among individuals can create a work environment that encourages innovation
and supports a firm's adoption of Al, which also has the potential to impact the firm's
technological resources and promote development.

TEXT:

In general, SMEs have a limited understanding of the elements that influence and
encourage knowledge sharing within organizations (Anitha, 2006). Additionally, most
empirical research on knowledge sharing primarily concentrates on how knowledge is
managed in large organizations. There has been minimal discourse on knowledge

Jan 2025 | 59



Tianjin Daxue Xuebao (Ziran Kexue yu Gongcheng Jishu Ban)/
Journal of Tianjin University Science and Technology

ISSN (Online):0493-2137

E-Publication: Online Open Access

Vol: 58 Issue: 01:2025

DOI: 10.5281/zen0do.14792410

sharing practices specific to SMEs, particularly in Malaysia (Fink and Ploder, 2009;
Anitha, 2006; Fathi et al., 2011). Furthermore, research on knowledge sharing is still in
its early stages (Ju et al.,, 2006), while the adoption of knowledge sharing practices
proceeds at a relatively slow pace (Jayasingam et al., 2013). Moreover, SMESs'
awareness of knowledge-sharing strategies remains in its nascent stage, representing a
fundamental phase of management application when compared to other strategic tools
(Ali and Murali, 2009).

In the context of Malaysia, earlier studies have predominantly emphasized the public
sector and large private enterprises. For example, Fathi et al., (2011) investigated the
factors that shape attitudes toward knowledge sharing in a Malaysian manufacturing firm.
Additionally, En (2011) and Yee (2010) explored how individual, organizational, and
technological elements impact knowledge sharing within higher education institutions and
the construction industry in Malaysia, respectively. Similarly, Al-Qadhi (2013) studied the
influence of trust, management support, self-efficacy, altruism, and mutual reciprocity on
knowledge sharing among employees in multinational corporations. Fong et al., (2011)
examined the link between human resource management practices and knowledge
sharing in both manufacturing and service companies in Malaysia. Meanwhile, Teh and
Sun (2012) looked at how job involvement, job satisfaction, organizational commitment,
and organizational citizenship behavior (OCB) affect employees’ knowledge-sharing
behaviors in larger organizations.

A prevalent challenge in implementing knowledge sharing within SMEs is the uncertainty
regarding which methods should be adopted (Fink and Ploder, 2009). Wong and
Aspinwall (2004) noted that SMEs typically lack a clear understanding of knowledge
sharing, resulting in a slow adoption of formal and systematic practices. This hesitance
arises because many SMEs feel it is impractical to create a formal system for organizing,
codifying, and storing knowledge, as they are frequently occupied with daily operations
(Wong and Aspinwall, 2004). Their focus on company survival often results in poorly
documented knowledge, which can lead to issues when key personnel leave (Debowski,
2006). Despite numerous studies on knowledge sharing, few have targeted SMEs
specifically. The majority of prior research has largely centered on public sectors or large
private enterprises (Fathi et al., 2011). Due to the noticeable lack of studies examining
knowledge sharing in an SME context, it is essential to conduct in-depth research on this
topic to develop a model that can effectively encourage knowledge sharing within the
SME environment (Eze et al., 2013).

Innovative Recruitment and Selection Practices

In the competitive SME environment, utilizing Al to streamline recruitment and selection
is not merely an alternative; it is increasingly essential. Our methodology enables us to
sift through the complexities, leveraging Al's accuracy to connect you with the most fitting
candidates.
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Automated Candidate Sourcing

Automated candidate sourcing is revolutionizing the talent acquisition process. Al-
powered tools can efficiently scan online profiles and CV databases, helping us pinpoint
candidates whose skills and experiences align with your specific requirements. This
approach not only speeds up the sourcing process but also expands the talent pool by
uncovering passive candidates who might not be actively job hunting but are receptive to
the right offers. For example, a sophisticated recruiting chatbot can interact with potential
applicants on your career page around the clock, addressing inquiries and arranging
interviews with qualified candidates.

Al-Driven Selection Tools

After identifying candidate prospects, Al-driven selection tools offer an impartial
evaluation of applications. These tools use predictive analytics to gauge a candidate’s
potential success in a position, analyzing data points from prior job performances and
social media activity. Our Al-infused selection strategies significantly shorten the hiring
duration and promote a diverse and inclusive workforce. They are precisely crafted to
recognize the subtleties that make candidates exceptional, whether it relates to their soft
skills or distinctive career paths, which human reviewers might overlook inadvertently.

When you incorporate Al into your recruitment efforts, your SME gains access to insights
driven by data, ensuring that your talent acquisition process is efficient and positions you
with individuals capable of propelling your business forward. Our strategies at ProfileTree
are built on this innovative combination of technology and human insight, empowering
you to strengthen your team with top-tier talent.

Boosting Employee Engagement and Experience

As HR practices in SMEs evolve, the introduction of Al is reshaping the approach toward
employee engagement and experience, fostering more personalized and responsive HR
services.

Al for Analyzing Employee Feedback

There is no substitute for authentic feedback when it comes to enhancing and
understanding employee engagement. This is where Al comes into play, providing robust
tools for analyzing employee feedback. By utilizing natural language processing, Al
algorithms can analyze employee surveys, feedback entries, and even casual digital
interactions to uncover trends, sentiments, and critical areas that need focus. This method
enables us to tackle issues proactively and customize our initiatives to improve the overall
employee experience within our organizations.

Al in Learning, Development, and Career Advancement

In small and medium enterprises (SMES), Al is transforming the ways in which employee
learning, development, and career advancement are approached, delivering personalized
training and insightful strategies for future leadership.
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Customized Training Programs

With the help of Al, we can create training programs that adjust in real-time to the unique
skills and learning speeds of each employee. This level of customization guarantees that
every team member gains important knowledge and skills in the most effective manner.
For example, Al-driven platforms can evaluate an employee’s performance and
recommend targeted courses to fill skill gaps, encouraging a culture of continuous
education and development.

Career Growth and Succession Strategy

Al’s predictive analytics significantly enhances career growth and succession strategies.
By assessing large data sets that include employee performance, professional histories,
and learning behaviors, Al can pinpoint potential future leaders within our organization. It
can also chart out career paths that correspond with both the needs of the company and
the goals of the individual. This strategic method ensures that we are nurturing the right
talent and building a strong pipeline of capable leaders for the future.

A significant change is happening in how SMEs manage their most important resources
— their employees. Al is leading this change, facilitating personalized training and
proactive career strategies that are geared towards developing a skilled and adaptable
workforce. ProfileTree’s Digital Strategist, Stephen McClelland, frequently states,
“Utilizing Al in HR not only streamlines talent management but also prepares employees
with the skills for the challenges of tomorrow.”

Boosting Workforce Productivity and Performance Management

Al is increasingly essential in enhancing productivity and fine-tuning performance
management within SMEs. Businesses can achieve a competitive advantage by tapping
into machine learning and big data, drawing on insights that foster effective decision-
making and workforce optimization.

Al-Driven Performance Monitoring

Incorporating Al in performance monitoring allows for an in-depth evaluation of workforce
productivity. Machine learning algorithms excel at measuring various indicators, such as
completion rates and time management, providing a comprehensive view of employee
performance. This ongoing collection of real-time data encourages a cycle of continuous
improvement, enabling managers to address concerns swiftly and recognize outstanding
performance immediately.

* Productivity Indicators: Al systems gauge productivity by examining:
» Task completion durations

* Quality of outcomes

» Resource efficiency

« Employee Engagement. Monitoring engagement levels can highlight productivity
obstacles:
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» Al observes patterns in workflow interactions
+ Alerts management to declines in employee engagement
* Recommends actions to enhance morale and productivity

Forecasting Performance Trends

Predictive analytics in performance management anticipates future performance patterns
based on past data. By identifying trends and anomalies within the data, machine learning
provides valuable insights to inform training initiatives and foresee potential skill deficits.
This forward-thinking approach ensures the workforce remains flexible and ready to
tackle new challenges and achieve business objectives.

+ Performance Predictions: Indicators of future performance include:

« Skill proficiency over time

* Projected adjustments in the learning curve

» Expected results for new projects

* Risk Management: Recognizing risks ahead of time:

» Al predicts potential performance challenges for individuals and teams

* Recommends preemptive training and intervention plans

* Minimizes the impacts of performance shortfalls through early intervention

Introducing artificial intelligence (Al) into human resource management (HRM) in small
and medium-sized enterprises (SMES) raises various ethical considerations and
concerns regarding fairness.

Concerns about Bias and Fairness

Utilizing Al in HRM practices demands careful consideration of fairness and bias.
Although Al can enhance the efficiency of candidate selection and career advancement,
it's essential to monitor algorithms to avoid discrimination. For example, Al that learns
from past data risks reinforcing existing biases if that data reflects historical prejudices.
This presents ethical challenges that SMEs need to address to ensure equal
opportunities. Research published in Ethics and Information Technology underscores the
necessity of transparent Al systems to reduce bias.

Data Privacy and Trust among Employees

Data privacy represents another vital element of Al in HR. Without strong security
measures, Al systems may unintentionally expose employees' sensitive personal
information. Additionally, the act of collecting and processing employee data could lead
to concerns regarding trust. Therefore, it is crucial to find a compromise between using
Al for improved efficiency and preserving employee confidence. As noted in Ethics and
Information Technology, careful implementation of Al is essential to protect privacy and
foster a trusting workplace. At ProfileTree, we recognize the complexities involved in
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applying ethical Al to HRM. As Ciaran Connolly, the founder of ProfileTree, states, “A
responsible approach to integrating Al is essential for upholding the ethical standards and
trust within SME environments, which serves as the foundation for innovative and
forward-thinking HR practices.”

Effects of Al on Job Roles and Workplace Dynamics

Organisational decision-making should prioritize strategic HRM strategies, effective
change management plans, and technology assessments to reduce potential risks and
ensure a seamless integration process.

Preparing for Digital Transformation

Digital transformation goes beyond merely implementing new technologies; it involves
evolving the corporate culture and processes to fully harness the benefits of Al. Key
aspects include:

1. Cultivating a tech-savvy workforce that can adapt to and grow with Al.

2. Crafting change management strategies that minimize resistance and enhance
adaptability.

Ongoing training and support systems are essential for facilitating this transition, enabling
our organization to embrace and innovate with Al.

“‘Adopting Al requires not only technological adjustments but also a cultural
transformation. We promote continuous learning and development to equip our workforce
for the digital future,” states Ciaran Connolly, founder of ProfileTree. This section is
designed to provide insight into the complexities associated with the technological hurdles
and organisational preparedness for SMEs looking to integrate Al into their HR
management strategies. It employs a confident, knowledgeable, neutral, and clear tone.

Strategic Decision-making and Predictive Analytics

In SMEs, strategic decision-making enhanced by Al and predictive analytics is
revolutionizing the approach to HR management. By leveraging data, these technologies
facilitate more informed and proactive decision-making.

Data-Driven HR Strategies

Utilizing decision support systems enables us to analyze large datasets, allowing us to
derive actionable insights that inform HR strategies. It is about transforming raw data into
a strategic resource. For instance, predictive analytics employs historical performance
data to anticipate hiring requirements, reduce turnover, and manage talent pipelines. This
comprehensive data collection ensures that HR strategies are grounded in evidence
rather than intuition, significantly improving policy development and planning.

Al in Policy and Planning

Integrating Al into HR policy and planning allows policymakers to enhance recruitment,
performance management, and employee retention strategies. The predictive capabilities
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of Al empower us to identify industry trends and prepare in advance, ensuring our
strategies remain relevant and proactive.

By scrutinizing patterns in employee behavior, Al can aid in formulating targeted
engagement policies that help mitigate the risk of employee disengagement. Our
commitment to innovative decision-making tools positions us at the cutting edge of the
HR sector. We utilize predictive analytics with accuracy and intention.

The Future of HR: Intelligent Technologies and Trends

As we progress further into the digital realm, intelligent technologies are fundamentally
transforming HR functions within SMEs. Embracing these advancements is not merely a
trend but an essential part of future-proofing businesses.

Generative Al and HR Innovation

In this era of swift technological advancements, Generative Al leads the charge in HR
innovation, changing how we approach talent acquisition, learning and development, and
employee engagement. Tools utilizing Generative Al do more than automate processes;
they innovate by generating new content and solutions for intricate challenges. As
Stephen McClelland, Digital Strategist at ProfileTree, mentions, “Generative Al in HR
serves as a catalyst, expediting creative problem-solving and fostering growth within
SMEs by unveiling new opportunities for digital engagement.”

» Tailored Recruitment: Allowing for the creation of dynamic job descriptions and
personalized outreach initiatives.

« Enhanced Learning: Providing customized learning experiences that adapt to the
needs of each employee.

+ Empowered HR Teams: Supplying predictive analytics to foresee HR trends and refine
strategies accordingly.

CONCLUSION

Al in the Era of Industry 4.0

Industry 4.0 marks the convergence of the physical and digital worlds, with Al being the
linchpin in this transformative era. Intelligent technologies integrate seamlessly into HR
processes, heralding an epoch where strategic decision-making is data-driven and
intricately tailored to organisational dynamics.

1. Data-rich Decision Making: Leveraging big data for informed HR strategies.

2. Smart Automation: Enhancing efficiency by automating time-consuming tasks with
precision.

3. Employee Experience: Harnessing Al to analyse employee feedback in real-time,
empowering SMEs to create a thriving workplace culture.
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