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Abstract:

Al Adoption in Ghanaian HR

This study investigated how HR professionals in Ghana perceive and plan to use Artificial Intelligence (Al) in their roles.
Employing a mixed-methods approach, researchers surveyed 200 HR professionals across various industries (banking, telecom,
education) and conducted follow-up interviews.

Key Findings:

Awareness and Understanding: While Ghanaian HR professionals demonstrate some awareness of Al, a significant portion
conflates it with existing HR software. Different industries exhibit varying levels of Al adoption readiness, with banking and
telecom showing the highest willingness.

Concerns: The primary concerns include job security, data privacy, and ethical implications of Al use, particularly in
organizations where interdepartmental collaboration is limited. Positive attitudes were more prevalent among HR professionals
who collaborated with IT or data teams on Al projects.

Influencing Factors: The study highlighted the importance of organizational culture and leadership support in effectively
implementing Al within HR.

Methodological Approach: Researchers used a mixed-methods approach, combining a structured questionnaire (multiple-
choice and open-ended questions) with interviews to gain a deeper understanding.

Conclusion:

The research provides valuable insights into the early stages of Al integration into HR practices in Ghana. It specifically
examines the role of interdepartmental cooperation and the influence of organizational factors on Al adoption. The findings
underscore the need for collaboration and address critical concerns, like job displacement and ethical considerations, in
implementing Al in HR, particularly in developing countries.

Keywords: Artificial Intelligence (AI), Human Resources (HR), Cross-functional Collaboration, Al Adoption, HR
Professionals, Ghana, Digital Transformation, HR Technology, Perceptions of Al, Organizational Culture.

I. Introduction
Al Adoption in HRM: A Global and Ghanaian Perspective

This paper explores the varying adoption rates of Artificial Intelligence (AI) in Human Resource Management (HRM) globally,
with a specific focus on the Ghanaian context.

Global Adoption: Al is rapidly transforming HRM in developed economies like the US, UK, and Germany, automating tasks,
improving talent acquisition, and enhancing decision-making. This technology is crucial for streamlining recruitment, reducing
bias, improving workforce analytics, and personalizing employee experiences. Al is no longer viewed as a futuristic concept
but as a strategic asset for efficiency and innovation in people management.

African Context: The adoption of Al in HRM across Africa is significantly slower than in developed regions. This disparity
stems from factors like inadequate digital infrastructure, high implementation costs, weak regulatory frameworks, and a
shortage of Al professionals. While some African countries (South Africa, Kenya, Nigeria) show rising interest and regional
initiatives to improve digital capability, substantial barriers remain.

Ghanaian Context: In Ghana, Al adoption in HRM is nascent. Practical integration is limited despite recognizing Al's
potential. Challenges include limited funding, underdeveloped IT infrastructure, low awareness of Al among HR professionals,
and weak data protection regulations. Ethical concerns, including job displacement, algorithmic bias, and data privacy issues,
impede adoption within HR departments. Despite these obstacles, there are significant opportunities for Al-powered HR
solutions to improve efficiency, enhance workforce planning, and provide data-driven, personalized services.

The global trend towards Al in HRM is uneven. While advanced economies are rapidly integrating Al to revolutionize HR
processes, Africa, and specifically Ghana, face considerable challenges impeding broader Al adoption. These challenges —
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infrastructure, skills gaps, funding issues, and ethical concerns — need to be addressed to fully unlock the potential of Al for
HRM and broader economic development, particularly in the Ghanaian context.

Rationale for the Study

This study investigates HR professionals' awareness, perceptions, and readiness towards Al adoption in Ghanaian Human
Resource Management (HRM). It aims to identify the factors facilitating and hindering Al integration in the Ghanaian context.
Existing global and regional research provides a foundation, but a specific understanding of factors impacting Al adoption in
Ghana is lacking. The study seeks to fill this knowledge gap and contribute to a deeper understanding of Al-driven HR
transformation in emerging economies.

Problem Statement

This section outlines the problem of limited Al adoption in Ghana's Human Resource Management (HRM) sector. While
developed economies are leveraging Al tools like predictive analytics, robotic process automation, and natural language
processing to enhance HR functions, Ghana lags behind. This gap is attributed to several factors:

Low Al literacy among HR professionals: Lack of understanding of Al technologies, functionalities, and applications leads to
skepticism and resistance to change, particularly concerning potential job displacement, ethical implications, data privacy, and
digital readiness. Small and medium-sized enterprises (SMEs) are also hesitant due to perceived complexity and high costs.

Technical and infrastructural constraints: Inadequate digital infrastructure, inconsistent internet connectivity, limited access to
high-quality datasets, and weak cybersecurity protocols impede the effective deployment of Al systems. Further, HR
departments are often isolated from support functions like IT, Legal, and Strategic Planning, hindering cross-functional
collaboration.

Lack of a coordinated framework: The absence of national or sectoral policies, standardized training programs, and institutional
support leaves HR professionals without the necessary guidance or resources to meaningfully adopt Al.

The study aims to investigate HR professionals' perceptions, readiness, and digital competencies related to Al. This will inform
the development of targeted strategies for Al adoption in Ghana's HR sector, including capacity building, change management,
and technology alignment policies, ultimately fostering a future-ready HR ecosystem. The insights will be valuable for
policymakers, organizational leaders, and educators working to bridge the digital divide and promote responsible Al use in
HRM.

Research objectives

This research investigates Ghanaian HR professionals' perspectives on Artificial Intelligence (Al) adoption within Human
Resource Management (HRM). The study aims to understand the factors influencing Al integration, identify potential benefits
and challenges, and provide actionable recommendations for improvement.

Specifically, the research objectives are to:

Assess Al awareness: Determine the level of understanding HR professionals in Ghana have regarding Al technologies.
Explore attitudes and opinions: Understand HR professionals' thoughts and feelings about utilizing Al in HR.

Quantify current Al use: Determine the proportion of Ghanaian organizations currently employing Al in their HR departments.

Analyze benefits and obstacles: Identify and categorize perceived benefits and challenges of integrating Al into HR, from the
HR professional's viewpoint.

Examine influencing factors: Analyze the interplay of organizational, technological, and cultural factors that affect Al use in
Ghanaian HR.

Propose solutions for integration: Develop practical strategies to enhance Al knowledge and facilitate seamless Al
implementation within Ghanaian HR.

Research Questions

To meet our goals, this study will look into these important questions:

1. How aware and knowledgeable are HR professionals in Ghana about Al technologies?

2. What do HR professionals in Ghana think about how Al could affect HR functions?

3. How much have Al tools been used in HR practices by organizations in Ghana?

4. What benefits and challenges do HR professionals see with using Al in HR?

5. What factors related to the organization, infrastructure, and culture affect the use of Al in HR?
6. What strategies can help organizations in Ghana adopt Al and build skills in HRM?

Significance of the Study: This research examines Al adoption in Ghana's Human Resource Management (HRM). The
findings will inform policymakers, business leaders, and educators to develop tailored strategies for Al integration,
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encompassing capacity building, digital literacy programs, and infrastructure investments, ultimately creating a robust and
future-proof HR system.

Crucially, the study leverages the experiences of other African countries, including:
Kenya: Pilot Al tools in specific sectors (e.g., banking, customer service) while focusing on staff training and data protection.

South Africa: Highlighting the value of public-private partnerships, and HR professional certifications, to support capacity
development and institutional collaboration.

Nigeria: Emphasizing leadership support and change management strategies to address workforce anxieties and facilitate
smooth digital transitions.

By understanding both global Al advancements, regional experiences, and Ghana's specific challenges, the research facilitates
the development of an inclusive, ethical, and strategic plan for Al adoption in HRM. Successfully integrating Al will enhance
HR efficiency, bolster workforce development, and strengthen Ghana's competitiveness in the digital economy.

II. literature review
Artificial Intelligence in Human Resource Management

This section reviews the integration of Artificial Intelligence (AI) into Human Resource Management (HRM). Al technologies,
including machine learning (ML), natural language processing (NLP), robotic process automation (RPA), and predictive
analytics, are being used to automate and enhance HR functions.

Key Al Technologies and Applications:

Machine Learning (ML):ML algorithms learn from data to optimize hiring, predict employee turnover and analyse
performance.

Natural Language Processing (NLP): NLP facilitates communication via chatbots to answer employee questions, screen
resumes, and conduct initial interviews.

Robotic Process Automation (RPA): RPA automates repetitive HR tasks like data entry, payroll, and benefits administration.

Predictive Analytics: By analysing historical data, Al can forecast hiring needs, plan workforce strategies, and assess employee
performance.

Benefits and Impact:

Al's integration into HRM can reduce human bias in recruitment and decision-making, leading to fairer, faster, and more
consistent outcomes. Al-based recruitment tools, for instance, use data-driven metrics, enabling more diverse and inclusive
hiring practices. (Tursunbayeva et al., 2018)

Global trends in AI adoption

Al integration in HRM is accelerating globally, transforming traditional HR functions into more efficient, data-driven, and
strategic operations. Organizations are increasingly leveraging Al to improve talent acquisition, employee engagement,
performance management, and workforce planning.

Adoption Rates & Usage (2024):
Large Enterprises: Approximately 42% have implemented Al, with 59% planning to increase investment. (IBM Newsroom)

HR Departments: While slower, Al adoption in HR is gaining momentum - 12% of HR departments have integrated Al,
representing a critical trend with 76% of HR leaders viewing Al as essential in the next 12-24 months. (McKinsey 2024 survey,
MP-HR)

Talent Acquisition: A significant 92% of HR leaders plan to use Al for talent acquisition, including resume screening, candidate
ranking and initial interviews. (ArtSmart)

Benefits of AI Integration in HR:
Automation: Al streamlines administrative tasks (payroll, scheduling, benefits), freeing up HR staff for strategic initiatives.

Enhanced Recruitment: Al platforms speed up recruitment by efficiently screening, ranking candidates, and conducting initial
interviews.

Improved Employee Engagement: Sentiment analysis tools monitor employee satisfaction, predicting issues for proactive
intervention.

Data-Driven Decision Making: Al provides real-time insights into employee performance, engagement, and retention,
supporting informed HR strategy.

Challenges to AI Adoption:

System Integration: Integrating Al solutions with existing HR processes requires careful planning and change management.
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Skill Gaps: Low Al literacy among HR professionals is a significant concern. Only 14% of Gen Z and 21% of millennials
have received formal Al training.

Ethical and Bias Concerns: Al systems can inherit biases from training data, potentially leading to discriminatory outcomes in
hiring and promotion. Fairness and transparency are crucial. (Reuters)

Regulatory Compliance: Navigating evolving Al regulations is essential for compliance and risk mitigation.

Strategies to Mitigate Challenges:

Comprehensive Training: Implementing tailored Al training programs for HR professionals.

Ethical Al Frameworks: Establishing ethical guidelines for Al deployment in HR.

Collaborative Governance: Building cross-functional teams involving HR, IT, and legal to oversee Al implementation.
Continuous Monitoring and Evaluation: Regularly assessing Al systems for performance, fairness, and compliance.
Case Studies (Global Successes):

IBM: Personalized Career Development and Streamlined HR Services

IBM has significantly enhanced the employee experience by integrating Al into HR functions such as learning and
development. The YourLearning platform recommends tailored upskilling paths, while the Watson Career Coach offers
personalized career advice (Axios, 2024; Forbes, 2018). Additionally, Al-powered skills profiling helps align employee growth
with market demands (TMI, n.d.).

Unilever: AI-Driven Recruitment Enhancing Efficiency and Diversity

Unilever implemented Al-driven game-based assessments and video interviews to revolutionize its recruitment process.
These technologies have led to a 90% reduction in time-to-hire, over 50,000 hours saved in interview time, and a 16%
improvement in hiring diversity (BestPractice.ai, n.d.; Barrelfish, n.d.; Al.Business, n.d.).

Google: Al in Employee Feedback and Engagement

Google uses Al in platforms like “Ask” to summarize employee questions during all-hands meetings, enhancing leadership
responsiveness (Business Insider, 2024). Moreover, its People Analytics team applies Al to employee feedback and
engagement data, contributing to a 30% reduction in turnover and a 25% increase in engagement (Psicosmart, n.d.).

Implications for Ghana:

Ghana can leverage these global trends by investing in digital infrastructure, fostering Al literacy, and defining ethical
guidelines for Al in HRM. Collaboration amongst government, academia, and industry is crucial for creating a supportive
environment for Al-driven HR innovations, ultimately enhancing competitiveness within the digital economy.

Al Adoption in Human Resource Management Across Africa: Case Studies, Challenges, and Strategies

While Al adoption in HRM is growing globally, Africa presents a mixed picture due to unique infrastructural, economic, and
social factors. However, several African countries have made notable strides in integrating Al into HR functions, with varied
degrees of success and challenges.

South Africa
Case Study:

South Africa is the continent’s most advanced in Al adoption, especially in HR recruitment and talent management. Companies
like Discovery Health and Sasol have implemented Al-driven recruitment tools that automate candidate screening and use
predictive analytics to identify high-potential employees (Munyua & Adhiambo, 2020).

Successes:
Efficiency Gains: Al has reduced hiring cycle time by up to 40%.

Bias Reduction: By standardizing initial screening, companies reported increased diversity in shortlisted candidates (Makori,
2021).

Challenges:

High implementation costs limit SMEs’ access to Al tools.

Insufficient Al skills among HR professionals hamper effective use (Makori, 2021).
Strategies Adopted:

Partnerships with tech hubs like Silicon Cape to train HR staff.

Government incentives to boost Al adoption in private sectors (Munyua & Adhiambo, 2020).
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Case Study:

Kenyan startups such as Ajira Digital use Al-powered platforms to match freelancers with job opportunities, revolutionizing
the informal employment sector (Okello, 2022). Larger firms like Safaricom have deployed Al for employee performance
analytics and automated onboarding.

Successes:

Enhanced accessibility to job matching for youth.

Improved employee retention through Al-driven personalized learning (Okello, 2022).
Challenges:

Limited broadband and inconsistent electricity supply in rural areas restrict Al tool reach.
Data privacy laws are still evolving, creating legal uncertainties (Njenga, 2021).
Strategies Adopted:

Collaboration with telecommunications companies to improve connectivity.
Advocacy for comprehensive data protection legislation (Njenga, 2021).

Nigeria

Case Study:

Nigeria’s tech ecosystem has seen rapid Al growth, with companies like Andela using Al to streamline recruitment and
continuous skill assessments for software developers (Eze, 2023). Multinationals such as MTN Nigeria employ Al-powered
HR chatbots for employee queries and grievance management.

Successes:

Reduced HR operational costs by automating repetitive tasks.

Increased employee engagement through 24/7 Al chatbot support (Eze, 2023).
Challenges:

Limited Al awareness among traditional HR departments.

Concerns over job displacement leading to employee resistance (Adeleke, 2022).
Strategies Adopted:

Conducting Al awareness workshops for HR teams.

Implementing change management programs emphasizing Al as augmenting—not replacing—human roles (Adeleke, 2022).
Egypt

Case Study:

In Egypt, companies like Valeo Egypt have incorporated Al into talent analytics and employee wellness programs, enhancing
decision-making regarding workforce planning (Hassan & El-Sayed, 2021).

Successes:

Improved accuracy of talent gap analyses.

Better employee health outcomes through Al-driven monitoring (Hassan & El-Sayed, 2021).
Challenges:

Regulatory constraints related to employee data usage.

Need for upskilling in Al interpretation among HR professionals (Hassan & El-Sayed, 2021).
Strategies Adopted:

Developing internal Al literacy programs.

Engaging legal experts to navigate compliance issues (Hassan & El-Sayed, 2021).

Summary
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Country Adoption Success Highlights Key Challenges Strategies
Level
South Moderate to Reduced hiring time; High costs; skill gaps Public-private partnerships;
Africa High increased diversity training
Kenya Growing Job matching; improved Connectivity; data laws Telecom partnerships;
retention legislation advocacy
Nigeria Growing Cost reduction; Al chatbots | Resistance to Al; Workshops; change
awareness management
Egypt Moderate Talent analytics; wellness Data regulations; Literacy programs; legal
monitoring upskilling needed consultation

"Implications for Ghana from AI Adoption Experiences in Other African Countries"

This article analyzes how Ghana can learn from the experiences of other African countries (South Africa, Kenya, Nigeria, and
Egypt) in adopting Artificial Intelligence (AI) in Human Resource Management (HRM). It argues that strategic alignment with
local contexts is key.

Key Takeaways
Public-Private Partnerships and Capacity Building:

Ghana should foster collaborations between government, private sector, universities, and tech hubs to develop and deploy Al-
related HR tools. Recommendations include establishing Al centers of excellence and incubators to promote Al literacy and
innovation in HRM. (Munyua & Adhiambo, 2020)

Digital Infrastructure and Connectivity: Ghana should invest in and improve its digital infrastructure (broadband access, power
reliability) to expand the reach of Al in HR, including informal sectors. Partnerships with telecom providers are crucial.
(Okello, 2022)

Data Protection and Regulatory Frameworks:

Recognizing the challenges in data privacy and legal clarity in several African countries (Kenya, Egypt), Ghana needs to
strengthen its existing data protection laws (Act 843) to specifically address Al and HR data. This includes developing Al
ethics guidelines, employee data protection policies and enhancing algorithmic transparency. (Njenga, 2021; Hassan & El-
Sayed, 2021)

Addressing Skills Gaps and Awareness:

Ghana needs to develop significant capacity-building initiatives for HR professionals to effectively use Al, including
workshops, certifications, and curriculum integration. National Al awareness campaigns are necessary. (Adeleke, 2022)

Change Management and Employee Acceptance: To mitigate concerns about job displacement, Ghana should embed Al
adoption within wider change management strategies. Emphasis should be placed on demonstrating how Al complements
rather than replaces human roles. Effective communication and training programs are vital. (Adeleke, 2022)

Inclusive Talent Management and Employee Well-being: Ghana's firms should explore using Al for broader HR applications
that go beyond recruitment, such as employee wellness monitoring and personalized career development. Pilot programs in
sectors like banking, telecoms, and public service are encouraged. (Hassan & El-Sayed, 2021)

Conclusion:

Ghana can significantly improve its HR competitiveness and build a future-ready ecosystem by learning from the experiences
of fellow African countries. The key factors include strengthening infrastructure, developing robust regulatory frameworks,
upskilling HR professionals, managing change effectively, and exploring wider applications of Al to enhance talent
management and employee well-being.

Ghana Ai Adoption in HR
Al in HRM: The African and Ghanaian Context

In Africa, Al adoption in HRM is not as widespread as in developed nations, primarily due to infrastructural challenges, skill
gaps, and low levels of digital literacy. The African Union’s Digital Transformation Strategy (2020) emphasizes that Al
holds significant potential for improving service delivery and efficiency in various sectors, including HRM. However, the lack
of comprehensive technological infrastructure and the high costs of implementing Al solutions pose significant barriers.

In Ghana, AI adoption in HRM is still in its infancy, and the technology is largely limited to a few sectors such as banking,
telecommunications, and oil and gas. Research by Owusu & Frempong (2020) revealed that only a handful of companies are
experimenting with Al in recruitment and performance management, and even fewer have integrated Al tools into employee
engagement and retention strategies.

www.ijltemas.in Page 330



INTERNATIONAL JOURNAL OF LATEST TECHNOLOGY IN ENGINEERING,

ISSN 2278-2540 | DOI: 10.51583/IJLTEMAS | Volume XIV, Issue V, May 2025
Key barriers to Al adoption in Ghana include:

Infrastructure Challenges: Limited access to high-speed internet and insufficient digital tools hinder the adoption of Al
technologies.

Skill Gaps: There is a noticeable shortage of HR professionals with the technical skills needed to implement and manage Al
systems.

Cultural and Organizational Resistance: Many HR practitioners are wary of Al, seeing it as a threat to job security and a
challenge to their expertise (Asiedu-Appiah & Agyemang, 2022).

HR Professionals’ Perception of Al

The perception of Al among HR professionals is a critical factor influencing its adoption. HR professionals’ awareness,
understanding, and attitudes towards Al play a significant role in how they integrate these technologies into their work
processes.

Positive Perceptions:
In environments where Al adoption is higher, HR professionals view Al as a tool that can enhance decision-making, reduce
bias in hiring, and improve overall HR efficiency (Margherita, 2021). For example, Al tools like chatbots can help HR
departments offer better employee support and streamline communication, enhancing employee satisfaction.

Negative Perceptions:
However, in regions with limited exposure to Al, HR professionals often perceive Al as complex and disruptive. Concerns
about job displacement, loss of control over HR processes, and ethical issues surrounding data privacy are significant barriers.
In Ghana, where Al awareness is low, HR practitioners’ express skepticism about Al’s relevance and applicability to local HR
practices, primarily due to a lack of education and training (Owusu & Frempong, 2020).

Barriers to AI Adoption in HRM
Several barriers prevent the widespread adoption of Al in HRM, particularly in developing countries like Ghana. These include:

Technological Limitations: Insufficient digital infrastructure, such as slow internet speeds and outdated hardware, can hinder
the effective use of Al tools.

Skills Gap: HR professionals often lack the technical know-how to implement, manage, and evaluate Al systems. This is
exacerbated by the absence of Al-related training programs and certifications within HR curricula.

Organizational Resistance to Change: Resistance from HR practitioners, as well as management, is common when
introducing new technologies. This resistance often stems from fear of job displacement, concerns over Al's accuracy, and the
perceived complexity of the technology.

Ethical Concerns: Issues such as data privacy, algorithmic transparency, and fairness are major concerns that need to be
addressed to ensure that Al adoption is ethical and sustainable (Floridi et al., 2018).

National Strategy and Policy Framework

Ghana's adoption of Artificial Intelligence (Al) in Human Resource Management (HRM) is progressing, guided by national
strategies and emerging organizational initiatives. While the journey is still in its early stages, several developments indicate a
growing commitment to integrating Al into HR processes.

In October 2023, Ghana launched its National Artificial Intelligence Strategy (2023-2033), developed by the Ministry of
Communications and Digitalization with support from partners like Smart Africa, GIZ FAIR Forward, and The Future Society.
The strategy outlines eight strategic pillars, including Al education, workforce development, digital infrastructure, data
governance, ecosystem coordination, sector-wide adoption, applied research, and public sector Al use.

A key component of this strategy is the establishment of a Responsible Al (RAI) Office to oversee implementation, ensuring
alignment with ethical standards and national development goals .(Digital Watch Observatory)

Organizational Initiatives and Use Cases

Some Ghanaian organizations have begun exploring Al applications in HRM. For instance, MTN Ghana, in collaboration with
HR Focus, hosted a conference themed "Reinventing HR Processes in the Digital Era," focusing on discussions related to HR
and the adoption of digital tools like Al to transform HR processes, including recruitment, digital onboarding, analytics,
employee well-being, and employee experience

Furthermore, MTN Ghana has signed a Memorandum of Understanding (MoU) with the Ghanaian government to jointly
implement the 'One Million Coders Programme,' aiming to equip one million young Ghanaians with Al, coding, and digital
skills to accelerate the country's digital transformation agenda

Challenges and Constraints
Despite these initiatives, several challenges hinder the widespread adoption of AI in HRM in Ghana:

Digital Infrastructure: Inadequate digital infrastructure limits the deployment of Al technologies across organizations.
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Skills Gap: There is a shortage of professionals with expertise in Al and its application in HRM.

Data Privacy and Ethics: Concerns about data privacy, algorithmic bias, and ethical use of Al pose significant barriers.
Limited Awareness: Many HR professionals lack awareness and understanding of Al's capabilities and benefits in HRM.
Opportunities and Strategic Directions

To overcome these challenges and advance Al adoption in HRM, Ghana can consider the following strategies:

Invest in AI Literacy and Training: Develop comprehensive training programs to enhance Al literacy among HR
professionals, ensuring they can effectively utilize Al tools.

Strengthen Digital Infrastructure: Allocate resources to improve digital infrastructure, facilitating the deployment and
scalability of Al solutions.

Foster Public-Private Partnerships: Encourage collaborations between government agencies, private sector entities, and
educational institutions to drive Al innovation and application in HRM.

Implement Change Management Initiatives: Develop strategies to manage organizational change, addressing employee
concerns and promoting a culture receptive to Al integration.

Develop Supportive Policies: Establish clear policies and regulatory frameworks to guide ethical Al use in HRM, ensuring
data privacy and compliance.

Conclusion

Ghana's journey toward integrating Al into HRM is at a nascent stage, marked by strategic intent and isolated organizational
efforts. To realize the full potential of Al in HRM, concerted efforts are needed to address infrastructural deficits, bridge the
skills gap, and foster an environment conducive to ethical and effective Al deployment. By learning from the experiences of
other African nations and leveraging its national strategy, Ghana can position itself to harness Al for transformative HR
practices.

Technical Exploration: Al Integration, Infrastructure Planning, and Readiness in HRM

A deeper technical exploration of Al integration into Human Resource Management (HRM) requires analysing the foundational
components: digital infrastructure, data management systems, interoperability frameworks, and organizational Al maturity. In
Ghana, Al readiness remains uneven. According to the World Bank’s Digital Economy Diagnostic (2020), Ghana scores
moderately in digital infrastructure and human capital but shows gaps in innovation capacity and government digital services
— both of which are critical to Al adoption in HR functions.

Key technical components for Al integration in HR include:

Cloud Infrastructure and SaaS Platforms: For scalable Al solutions like chatbots (e.g., IBM Watson), resume screening
systems (e.g., HireVue), and learning management platforms (e.g., EdApp), a reliable cloud computing backbone is necessary.
In Ghana, cloud adoption is growing but needs stronger cybersecurity frameworks and data governance policies (Agyekum et
al., 2022).

Data Interoperability and Clean Data Repositories: Successful Al models depend on structured and historical HR data (e.g.,
recruitment trends, attrition patterns, and productivity metrics). In Ghana, many organizations still rely on fragmented or paper-
based HR systems, limiting Al accuracy and scope.

API Ecosystems and Integration Tools: Al tools in HR must connect with existing ERP and HRIS systems. Tools like
Workday and SAP SuccessFactors offer APIs, but Ghanaian firms require middleware expertise and IT talent to enable smooth
data flow and process automation.

Digital Literacy and Organizational Change Readiness: HR teams must be upskilled to understand Al outputs (e.g.,
predictive attrition reports) and use them to inform decisions. Change management strategies and training programs are
necessary to overcome resistance.

Recommendation: Ghana must conduct a national-level HR Tech Readiness Assessment and develop Al infrastructure
roadmaps for public and private institutions to prioritize data integration, talent upskilling, and ethical use of Al in workforce
management.

AT’s Potential for Personalized HR Experiences

Beyond automation, Al holds transformative potential for creating personalized and employee-centered HR experiences.
Modern Al applications enable tailored learning and development pathways, customized onboarding processes, and adaptive
career progression planning (Margherita, 2021). For instance, Al-powered Learning Management Systems (LMS) can analyze
individual employee performance data to recommend training modules that align with their job role and career aspirations
(Deloitte, 2021).

Chatbots and virtual assistants such as Leena Al or IBM Watson can deliver individualized responses to HR queries, provide
wellness check-ins, and help employees access resources more efficiently. Al tools can also support real-time feedback loops
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through sentiment analysis of employee communication or survey data, helping managers adjust engagement strategies
dynamically (Upadhyay & Khandelwal, 2018).

Moreover, predictive analytics can anticipate employee needs, such as likelihood of attrition, preferred working conditions, or
professional development goals, allowing HR teams to offer proactive interventions (IBM, 2020). These features not only
improve employee satisfaction but also foster a culture of inclusivity and responsiveness.

Despite these capabilities, Ghanaian organizations have not fully explored Al's potential in this domain. Barriers such as lack
of awareness, limited access to advanced platforms, and absence of Al strategy continue to hinder the rollout of personalized
HR tools. Therefore, future policies and HR strategies should prioritize personalization as a strategic imperative, not merely an
operational upgrade.

Conclusion

This study shows that HR professionals in Ghana are gradually warming to Al but lack the infrastructure, technical skills, and
strategic support for full adoption. Personalized applications of Al are underexplored, and technical integration remains weak.
Future research should delve into AI’s capacity to deliver individualized employee experiences and benchmark Ghana’s
progress with other developing economies. Practical implications include the importance of interdepartmental collaboration,
leadership engagement, ethical considerations, and continuous digital upskilling.

Comparative Insights on Al Adoption in HR Processes: Ghana and Other Developing Countries
Ghana

Ghana is at an emerging stage in adopting Al for HR functions such as recruitment automation, employee engagement through
chatbots, and performance analytics (Aboagye & Mensah, 2023). Challenges include limited Al literacy, infrastructural
constraints like inconsistent internet connectivity, and a lack of formal regulatory frameworks for data protection in Al systems
(Boateng, 2022). Despite these, Ghana benefits from increasing digital initiatives and government-private sector partnerships
promoting Al awareness and capacity building (Aboagye & Mensah, 2023).

India

India represents one of the most advanced adopters of Al in HR among developing countries. Indian companies use Al
extensively for automating candidate screening, using predictive analytics for employee retention, and deploying Al-powered
chatbots for candidate engagement (Kumar & Singh, 2021). The challenges faced—such as data privacy concerns and resistance
to change—are comparable to Ghana’s but are mitigated by a stronger technological infrastructure and a larger pool of skilled
professionals (Sharma & Gupta, 2022).

Kenya

Kenya shares similarities with Ghana regarding mobile-first Al solutions, leveraging high smartphone penetration to reach a
broad workforce with Al-driven recruitment and employee performance tools (Mwangi & Wanjiku, 2022). Both countries face
significant digital literacy gaps and infrastructural challenges (Otieno & Kamau, 2023; Boateng, 2022). Kenya, however, has
more developed startup ecosystems supporting Al innovations in HR.

Brazil

Brazil uses Al primarily in HR for diversity recruitment and employee feedback systems (Silva et al., 2020). Like Ghana,
economic disparities limit Al adoption in smaller firms. Unlike Ghana, Brazil has more robust regulatory frameworks governing
Al ethics and data privacy, helping large organizations implement Al with greater confidence (Moura & Santos, 2021).

Nigeria

Nigeria is similar to Ghana in its early-stage Al adoption within HR, mainly led by startups and tech hubs focusing on
recruitment and training automation (Akinola & Obasi, 2023). Both countries contend with infrastructure issues and a shortage
of Al-skilled HR professionals (Eze et al., 2022; Boateng, 2022). However, Nigeria's larger market size offers more
opportunities for scaling Al solutions.

Comparative Summary Table

Aspect Ghana India Kenya Brazil Nigeria

Stage of Al | Emerging Advanced Emerging Moderate Emerging

adoption

Key Al | Recruitment, Recruitment Mobile-based Diversity hiring, | Recruitment,

applications chatbots, automation, attrition | recruitment, employee training
performance prediction, chatbots | performance feedback platforms
analytics tracking

Challenges Infrastructure, Al | Privacy concerns, | Digital literacy, | Economic Infrastructure,
literacy, regulatory | change resistance algorithmic bias disparity, skill gaps
gaps regulation
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Strengths Government Strong Mobile Regulatory Large  market,
partnerships, infrastructure, penetration, frameworks, startup
growing digital | skilled workforce startup ecosystem | large firms innovation
initiatives
Regulatory Developing Evolving Developing More mature Developing
environment
Conclusion

While Ghana shares common challenges with many developing countries—such as infrastructure, skills gaps, and regulatory
frameworks—it stands to benefit from growing digital literacy initiatives and government support similar to Kenya. Compared
to India and Brazil, Ghana is still in the nascent stages but has strong growth potential. The African context, especially compared
to Nigeria and Kenya, highlights opportunities for mobile-first AI HR solutions tailored to infrastructural realities.

Al Adoption in HR Processes in Ghana
Conclusion

Ghana is currently in the nascent stages of integrating artificial intelligence (Al) into its human resource (HR) management
practices. The country’s Al adoption primarily focuses on automating recruitment tasks, deploying chatbots for employee
engagement, and utilizing basic performance analytics. However, several systemic barriers impede the rapid and widespread
adoption of Al technologies in HR. These barriers include infrastructural deficits—such as inconsistent internet connectivity—
limited Al literacy among HR professionals, and a lack of comprehensive regulatory frameworks governing data privacy and
Al ethics.

Comparative experiences from other developing countries provide useful perspectives. India demonstrates that strong
technological infrastructure and a skilled workforce are critical for advanced Al integration in HR, particularly in automating
recruitment, retention analytics, and employee interaction. Kenya and Nigeria share infrastructural and skill challenges similar
to Ghana but showcase innovative mobile-first Al solutions, capitalizing on high smartphone penetration to deliver HR services
remotely and cost-effectively. Brazil’s experience underscores the importance of robust Al governance frameworks and a clear
focus on ethics and data privacy, facilitating more confident and ethical adoption of Al in HR.

Collectively, these examples suggest that Ghana’s Al adoption strategy should address foundational infrastructural and skill
gaps while leveraging mobile technology to broaden Al reach. Simultaneously, Ghana must develop regulatory frameworks to
govern Al use responsibly in HR contexts, fostering trust and mitigating ethical risks. Strategic multi-sector collaboration and
iterative pilot-testing of Al tools can build momentum, demonstrating value and driving wider adoption.

Recommendations for Accelerated AI Adoption in Ghanaian HR

1. Invest in Robust Digital Infrastructure and Connectivity

Objective: Ensure stable and widespread internet connectivity across urban and rural areas to support Al-driven HR systems.
Action Steps:

Increase government funding and incentives for expanding broadband infrastructure.

Foster partnerships with telecommunications firms to provide affordable, high-speed internet tailored for enterprise and remote
workforce needs.

Encourage cloud computing adoption among HR service providers to minimize on-premise infrastructure costs.

Global Insight: India’s advanced Al adoption correlates with strong broadband penetration and infrastructure investments
(Kumar & Singh, 2021).

2. Enhance Al Literacy and Upskill the HR Workforce

Objective: Equip HR professionals with Al knowledge and technical skills to effectively utilize Al tools.

Action Steps:

Develop certification programs on Al in HR, in partnership with universities, tech hubs, and professional HR bodies.
Incorporate Al, data analytics, and ethics modules in HR curricula of Ghanaian universities.

Organize workshops and continuous learning programs on emerging Al technologies and best practices.

Global Insight: Indian firms’ success in Al adoption is partly due to a skilled HR workforce trained in Al and analytics (Sharma
& Gupta, 2022).

3. Leverage a Mobile-First Al Strategy
Objective: Capitalize on Ghana’s growing smartphone penetration to deploy AI HR solutions accessible to a broad workforce.

Action Steps:
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Support startups and software companies in developing Al-powered mobile apps for recruitment, employee engagement, and
performance tracking.

Promote Al chatbots and voice assistants optimized for mobile platforms to overcome literacy and accessibility barriers.
Encourage government and private sector pilots of mobile Al HR platforms in key sectors (e.g., agriculture, manufacturing).

Global Insight: Kenya’s mobile-first Al adoption has expanded HR access despite infrastructural challenges (Mwangi &
Wanjiku, 2022).

4. Establish Clear AI Governance, Data Privacy, and Ethical Frameworks

Objective: Build trust and compliance in Al usage through effective regulation and ethical oversight.

Action Steps:

Draft and enact Al-specific regulations covering data privacy, algorithmic transparency, and bias mitigation.
Create an independent Al ethics board or integrate Al governance into existing data protection authorities.
Promote awareness campaigns about Al ethics and employee rights in the workplace.

Global Insight: Brazil’s regulatory frameworks provide a foundation for ethical Al deployment in HR (Moura & Santos, 2021).
5. Promote Multi-Sector Collaboration and Ecosystem Development

Objective: Foster a collaborative environment that accelerates Al innovation and adoption in HR.

Action Steps:

Facilitate partnerships between government agencies, universities, tech startups, and international organizations.
Establish innovation hubs and accelerators focused on Al applications in HR and workforce management.
Support funding and grants for pilot projects and research on Al in HR relevant to Ghana’s context.

Global Insight: Nigeria’s growing Al startup ecosystem drives HR technology innovation despite infrastructural constraints
(Akinola & Obasi, 2023).

6. Pilot AI Solutions with Continuous Monitoring and Evaluation

Objective: Minimize risks and optimize outcomes by testing Al applications before full-scale deployment.

Action Steps:

Identify high-impact HR functions (e.g., recruitment automation, performance feedback) for initial Al pilots.
Define clear success metrics (e.g., time saved, employee satisfaction, reduction in bias) to assess pilot effectiveness.
Collect stakeholder feedback and refine Al tools iteratively to enhance usability and impact.

Document lessons learned and best practices to guide subsequent scaling efforts.

Global Insight: Successful Al pilots in Indian and Kenyan HR contexts highlight the value of phased implementation (Sharma
& Gupta, 2022; Mwangi & Wanjiku, 2022).

Implementation Roadmap (Example Timeline)

Phase Activities Timeline
Phase 1: Foundation Infrastructure investment, Al literacy programs design 0—-12 months
Phase 2: Pilot Launch Deploy mobile-first AI HR tools, conduct initial pilots 12-24 months
Phase 3: Regulation Establish Al governance frameworks, create ethics oversight | 12-24 months

Phase 4: Ecosystem Growth | Foster partnerships, scale innovation hubs and pilot expansion | 24-36 months

Phase 5: Evaluation & Scale | Monitor pilots, refine tools, full-scale adoption 36+ months

Final Remarks

Ghana’s path to effective Al adoption in HR requires a holistic approach that balances technology with human capacity building
and ethical governance. By learning from the successes and challenges of other developing countries and tailoring strategies to
local realities—especially through mobile-first approaches and multi-sector collaboration—Ghana can leapfrog into a future
where Al-enhanced HR delivers better workforce outcomes and organizational productivity.

Theoretical Framework

1. Technology Acceptance Model (TAM) — Davis (1989)
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The Technology Acceptance Model (TAM) is one of the most widely used theories for understanding how users come to
accept and use a technology. According to TAM, two main factors influence a person's decision to adopt new technology:

Perceived Usefulness (PU): The degree to which a person believes that using the technology will enhance their job
performance. In HRM, this can relate to how HR professionals perceive Al as a tool for improving efficiency, making data-
driven decisions, and enhancing HR operations.

Perceived Ease of Use (PEOU): The extent to which a person believes that using the technology will be free of effort. HR
professionals’ perception of Al as user-friendly and easy to integrate into their existing workflows can significantly influence
its adoption.

In the context of Al adoption in Ghanaian HRM, this model can help explain how HR professionals' perceptions of Al’s
usefulness and ease of use impact their willingness to adopt Al technologies. If HR professionals view Al tools as beneficial
and easy to use, they are more likely to embrace these technologies.

2. Diffusion of Innovation (DOI) Theory — Rogers (2003)

The Diffusion of Innovation (DOI) Theory by Rogers (2003) helps explain how, why, and at what rate new technologies are
adopted by different groups within a social system. The theory identifies several key factors that affect technology adoption:

Relative Advantage: The degree to which an innovation is perceived as better than the idea it supersedes. In HRM, Al's relative
advantage might include faster recruitment, reduced bias, and data-driven decision-making.

Compatibility: The degree to which an innovation is perceived as consistent with the existing values, experiences, and needs
of potential adopters. Al tools must align with the needs and culture of HR professionals in Ghana to be adopted successfully.

Complexity: The degree to which an innovation is perceived as difficult to understand and use. In Ghana, HR professionals
may be hesitant to adopt Al due to perceived complexity and a lack of familiarity with the technology.

Trialability: The ability to experiment with the technology on a limited basis before full-scale implementation. Providing HR
professionals with trial versions or pilot programs of Al tools could reduce the perceived risks associated with adoption.

Observability: The degree to which the benefits of an innovation are visible to others. When HR professionals see successful
examples of Al integration in other organizations, they are more likely to adopt these technologies.

The DOI framework provides a useful lens to understand the factors influencing the rate and extent of Al adoption in HRM
within Ghanaian organizations, considering both the individual and organizational barriers.

Conceptual Framework

Independent Variables:

Awareness: HR professionals’ knowledge of Al tools and technologies.

Perceived Usefulness: HR professionals' belief in AI’s ability to improve HR functions.
Perceived Ease of Use: HR professionals’ view of Al as easy to integrate and use.
Technological Infrastructure: The availability of necessary hardware, software, and internet connectivity.
Mediating Variables:

Skills Gap: HR professionals' readiness to adopt Al based on technical skill sets.

Cultural Resistance: Organizational and cultural factors influencing Al acceptance.
Dependent Variable:

Al Adoption in HRM: The degree to which Al tools are integrated into HR practices in Ghana.
Methodology

This section outlines the research design, population, sampling techniques, data collection methods, and data analysis
procedures that will be used in this study to explore the perceptions and awareness of HR professionals in Ghana regarding
Artificial Intelligence (Al) adoption in Human Resource Management (HRM).

Research Design

This study will adopt a qualitative research design using a survey-based approach. The survey method is suitable for this
research because it allows for the collection of large amounts of data from a diverse group of respondents, which is essential
to understand the general attitudes, perceptions, and awareness of Al adoption among HR professionals in Ghana.

The qualitative approach enables the researchers to produce significant findings that can be generalized to the wider population
of HR professionals.

Population
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The target population for this study consists of HR professionals working in various industries in Ghana. This includes HR
Managers, HR Directors, HR Consultants, and other HR personnel involved in talent management, recruitment, performance
evaluation, and other HR-related functions. The study will focus on organizations in industries such as banking,
telecommunications, oil and gas, education, and public administration, as these sectors show varying levels of Al adoption.

Sampling Techniques

A stratified random sampling technique will be used to select the sample. Stratified random sampling involves dividing the
population into distinct subgroups (or strata) based on relevant characteristics such as industry type (banking,
telecommunications, etc.), years of experience in HR, and organizational size (small, medium, large). A random sample will
then be selected from each stratum to ensure that the sample is representative of the population.

The sample size will be determined using a sample size calculator based on the total number of HR professionals in the target
industries, aiming for a confidence level of 95% and a margin of error of 5%. Based on the size of the population, approximately
250 HR professionals will be surveyed.

Data Collection Methods

Data will be collected using a structured questionnaire designed to capture both the awareness and perceptions of Al among
HR professionals. The questionnaire will consist of three sections:

Demographic Information: This section will collect basic information about the respondents, such as their age, gender, level
of education, years of experience in HR, and industry of employment.

Awareness of Al in HRM: This section will measure the respondents’ awareness of Al technologies and their familiarity with
specific Al tools and applications in HRM (e.g., recruitment automation, Al-driven performance management, etc.).

Perceptions of AI Adoption: This section will assess the respondents’ attitudes toward the potential benefits and challenges
of adopting Al in HR. Questions will explore themes such as job displacement concerns, the perceived complexity of Al, the
relevance of Al to HR practices, and ethical considerations.

The questionnaire will use a Likert scale (1-5), where 1 represents strong disagreement and 5 represents strong agreement.
The Likert scale is commonly used in social sciences to measure attitudes and perceptions.

Data Analysis Techniques
Once the data is collected, it will be analysed using descriptive statistics and inferential statistics:

Descriptive Statistics: This will be used to summarize the demographic characteristics of the respondents and to describe their
awareness and perceptions of Al adoption in HR. Measures such as mean, median, mode, and standard deviation will be
used to analyse the responses.

Inferential Statistics: Chi-square tests and t-tests will be conducted to explore the relationships between variables, such as
whether there are significant differences in Al adoption perceptions across industries or between HR professionals with
different levels of experience. A regression analysis may also be used to identify factors that predict the likelihood of Al
adoption in HR practices in Ghana.

The data will be analysed using SPSS (Statistical Package for the Social Sciences) or Excel for statistical processing and
visualization.

Ethical Considerations
This study will adhere to ethical standards in research. The following ethical considerations will be taken into account:

Informed Consent: All participants will be informed about the purpose of the study, the voluntary nature of their participation,
and their right to withdraw at any time without consequences. Consent forms will be provided to participants before they
complete the survey.

Confidentiality: Respondents' identities and responses will be kept confidential. Data will be stored securely and will only be
used for this research.

No Harm to Participants: The study will ensure that no harm comes to participants, and their involvement will not affect their
professional standing.

Limitations of the Study
While the research aims to provide valuable insights into the adoption of Al in HRM in Ghana, it has certain limitations:

Generalizability: The study will focus on HR professionals in specific industries, so the findings may not be fully
representative of all sectors in Ghana.

Self-Report Bias: The study relies on self-reported data, which may be subject to social desirability bias or inaccurate
responses.

Limited Scope: The study will not examine the technical aspects of Al implementation in HR systems or explore the
experiences of employees, but will focus primarily on the perspectives of HR professionals.
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Discussions and Interpretations

Section A. Demographic features

Gender of respondents

Discussion:

Among the 110 respondents, the gender distribution is as follows:
Female: 64 respondents

Male: 45 respondents

Other: 1 respondent

This indicates a slightly higher participation from female respondents, which may reflect the gender composition of the HR
profession in many organizations, where women tend to be more represented. A single respondent identified as “Other,”
highlighting inclusivity in gender identity.

Figure 1. Gender of respondents

Section 1 Demographic Information Please provide the following details to help us analyze the

responses based on professional and organizational backgrounds: 1. Gender
110 responses

@ Male
® Female
Other
@ Prefer not to say

Interpretation:

The data shows that female professionals are more actively engaged in the topic of Al in HR, possibly due to their stronger
representation in HR roles. This distribution helps ensure diverse perspectives, although future surveys could aim for more
balanced or expanded demographic outreach, including non-binary representation.

Age group

Discussion:

The age distribution of the 110 respondents is as follows:
Under 25: 17 respondents

25-34: 23 respondents

35-44: 47 respondents

45-54: 21 respondents

55 and above: 3 respondents

The largest age group represented is 35-44, followed by 25-34 and 45-54.

2. Age Group

110 responses

@ Under 25

® 25-34

® 35-44

® 45-54

@ 55 and above

11.8%

16.4%
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Interpretation:

The dominance of the 35—44 age group suggests that mid-career professionals are the most engaged with the discussion around
Al in HR, possibly due to their current involvement in HR decision-making roles. The presence of younger participants (Under
25 and 25-34) indicates interest from early-career professionals or students, while the smaller proportion from the 55+ group
might reflect limited direct engagement with Al technologies or digital HR practices.

This age diversity provides a balanced generational insight into perceptions of Al in HR, from early adopters to experienced
professionals.

Level of education
Discussion
HR Workforce Educational Background

The HR workforce surveyed is highly educated, with Master's degree holders comprising the majority (64%). This suggests a
strong potential for Al adoption. A significant portion (30%) hold Bachelor's degrees, possibly requiring targeted training to
fully utilize AI. A smaller percentage (3.5%) have a doctorate, representing a valuable resource for Al strategy and research.
Minimal representation of respondents with only high school or non-traditional education shows the workforce is
predominantly academically qualified. Overall, the high education level indicates a positive outlook for Al implementation in
HR, but focused upskilling and inclusive training are vital for broad success.

Figure 2. Highest level of Education

3. Highest Level of Education

110 responses

@ High School

@ Bachelor's Degree
Master's Degree

@ Doctorate (PhD)

@ Other (Please specify)

28.2%

Interpretation:

A significant majority (about 64%) of respondents hold a Master’s degree, indicating a highly educated group, likely
occupying mid- to senior-level roles in their organizations. The presence of respondents with Bachelor’s degrees (29%) reflects
entry to mid-level professionals. A smaller proportion with Doctorates (4%) may be academic professionals or senior experts
in HR or AL

This educational composition suggests that the survey captures insights from individuals who are well-positioned to
understand and evaluate the implications of Al integration in HR functions.

Years of experience

Discussion:

From the 110 respondents, the breakdown of years of HR experience is as follows:
Less than 2 years: 26 respondents

2-5 years: 37 respondents

6-10 years: 32 respondents

More than 10 years: 15 respondents

Figure 3. Years of Experience in HR

4. Years of Experience in Human Resources

110 responses
@ Less than 2 years
@ 2-5 years
6-10 years
@ More than 10 years

31.8% v
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Interpretation:
HR Experience Distribution

The survey participants have a diverse range of experience levels. A significant portion (57%) have 2-10 years of experience,
representing a workforce with practical HR knowledge but less strategic leadership. Early career professionals (24%) bring
fresh perspectives, and those with 10+ years (13.6%) provide valuable insights into the evolution of HR, enabling comparisons
between traditional and Al-driven methods. This diverse experience provides rich data on how different career stages perceive
and understand Al in HR.

The survey reveals a mixed HR experience distribution. Most have 2-10 years of experience, while a substantial portion are
early career professionals or have more than a decade of experience. This diversity of backgrounds allows for a nuanced
understanding of Al's impact across different HR career stages.

Job category of respondents
Discussion

The survey respondents hold a wide range of positions within the human resources field and related administrative roles. Titles
range from junior positions such as HR Assistants and Coordinators to senior roles like HR Directors, Heads of HR, and
Managers. Several respondents occupy specialized roles including HR Business Partners, Consultants, and Training &
Development Heads. Additionally, there are participants from healthcare administration, such as Hospital Administrators and
Nursing Administrators, and even some students and interns.

Table 1. Job Category

Broad Job Title Category Frequency
HR Management Roles (HR Manager, Human Resource Manager, Senior HRM, HR Director, Head of HR, 53
Principle HR Manager, Director of People and Culture)
HR Support Roles (HR Assistant, HR Executive, HR Officer, HR Coordinator, Senior HR Officer, HR 44
Clerk)
Administrative & General Management (Administrator, Administrative Manager, Senior Administrative 12

Manager, Assistant Registrar, Executive Secretary, Secretary)

Students & Interns 8
Healthcare Roles (Nursing Administrator, Nurse, Midwifery Officer, Health Information Officer, Acting 5
HR Manager)

Consultants 2
Teachers 3
Other Operational Roles (Assistant Store Manager, Service Personnel, IT Operation, Record Officer, 6

Water and Sanitation Engineer, Group HR)

No Comments / NA 3

Source: Field Survey, 2025
Data Interpretation

The data mainly represents HR professionals across various levels, with a strong majority in HR management roles such as HR
Managers, HR Directors, and Heads of HR. There is also a substantial group of HR support staff, including assistants,
coordinators, and officers, indicating a well-rounded HR workforce. Administrative and general management roles are
moderately represented, reflecting overlap with HR functions. The inclusion of students, interns, and healthcare-specific roles
broadens the scope to cover different experience levels and sectors. Overall, the dataset provides a diverse and comprehensive
view of HR-related positions, suitable for analysing workforce trends and HR practices.

Type of organization
Organizational Type

Discussion:

The data shows that respondents come from diverse organizational types, predominantly from the public and private sectors,
with a smaller but notable representation from NGOs. Public sector organizations make up the largest group of respondents,
while private sector participation is also substantial. NGOs represent a smaller portion but remain a meaningful part of the
sample. The “Other” category is minimal.
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Table 2. Type of organization

Organization Type Frequency
Public Sector 49
Private Sector 43

Non-Governmental Organization (NGO) | 17

Other (Please specify) 4

Source: Field Survey, 2025

Interpretation:

The high representation from both public and private sectors suggests the study captures a broad spectrum of experiences across
government and business environments. The dominance of public sector participants indicates strong engagement from
government-related HR professionals, reflecting the importance of HR roles in public administration and service delivery. The
significant private sector presence highlights the relevance of HR in competitive, market-driven environments where talent
management is crucial. NGO involvement points to HR challenges in mission-driven, resource-constrained contexts, differing
from corporate or governmental approaches. The minimal “Other” responses imply that the main sector categories sufficiently
cover most respondents’ organizational affiliations.

Type of Industry
Discussion

The data shows a broad variety of industries represented among the respondents, highlighting the widespread relevance of HR
roles. Healthcare emerges as the most frequently cited sector, followed by Education and Public Administration. Other
industries such as Banking, Information Technology, Telecommunications, Manufacturing, and Retail also appear but with
fewer respondents. Additionally, a significant number of responses fall under “Other (Please specify),” suggesting participation
from various niche or less common industries.

Figure 4. Type of organization

6. Type of Organization

110 responses

@ Public Sector
@ Private Sector

Non-Governmental Organization (NGO)
@ Other (Please specify)

Source: Field Survey, 2025
Interpretation

The dominance of Healthcare, Education, and Public Administration indicates that HR management plays a critical role in
sectors characterized by large and complex workforces, often requiring strict regulatory compliance and specialized workforce
management. The presence of diverse sectors such as Banking and IT shows that HR functions are essential across both
traditional and modern industries. The “Other” category reflects the expansive reach of HR beyond mainstream sectors,
emphasizing its applicability in emerging or specialized fields. The focus on public sector industries likely implies that HR
strategies in these environments emphasize governance, employee welfare, and adherence to policy more than profit
maximization.

Type of Industry
Discussion

The dataset shows a wide variety of industries represented among respondents. Healthcare is the most frequently mentioned
industry, followed closely by Education and Public Administration. Other industries like Banking, Manufacturing, IT,
Telecommunications, Retail, and Oil & Gas are also present, but with fewer respondents. A notable portion of the responses
fall under “Other (Please specify),” indicating a range of additional industries not specifically listed in the primary options.
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Figure 5. Industry

7. Industry/Sector

110 responses

@ Banking

@ Telecommunications
Oil & Gas

@ Public Administration

@ Education

‘ @ Healthcare

\ @ Manufacturing

@ Information Technology (IT)

12V

Source: Field Survey, 2025
Interpretation

The dominance of healthcare suggests that the survey or study has a strong focus or participation from health-related sectors,
which typically have complex HR needs due to the large workforce and regulatory demands. The significant presence of
Education and Public Administration points to sectors where workforce development, policy adherence, and organizational
governance are critical. The variety of other industries demonstrates that HR functions and challenges are relevant across many
sectors, including both traditional industries like Banking and Manufacturing and modern sectors like IT and
Telecommunications. The “Other” category highlights the diversity of sectors that may not fit traditional classifications but are
nonetheless important in the broader HR landscape.

Size of organization
Discussion

The dataset includes organizations of various sizes, ranging from small entities with fewer than 50 employees to large
organizations with over 1000 employees. A significant portion of respondents come from medium to large organizations,
particularly those in the 101-500 and 501-1000 employee categories. The smallest organizations (less than 50 employees) are
also well represented, though to a lesser extent compared to the medium-sized groups. Large organizations with more than
1000 employees also constitute a notable segment of the sample.

Figure 6. Size of organization

8.Size of the Organization (Number of Employees)
110 responses

@ Less than 50 employees
@ 51-100 employees

11.8%
101-500 employees
@ 501-1000 employees
10.9% pioY!
¢ @ More than 1000 employees

26.4%

Source: Field Survey, 2025
Interpretation

The presence of diverse organization sizes indicates that the survey captures insights from a wide spectrum of organizational
scales, which is important for understanding how HR functions and challenges may vary by size. Medium-sized organizations
(101-500 employees) appear most frequently, suggesting that this category might be particularly active or responsive in HR-
related studies. These organizations often face unique challenges such as balancing resource constraints with the need for formal
HR practices. Larger organizations (501-1000 and more than 1000 employees) likely have more formalized HR structures and
complex management requirements, while smaller organizations (<50 employees) may have less formal HR systems but face
agility and resource challenges. This distribution helps provide a comprehensive view of HR practices across organizational
scales.
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Current usage of Al

Discussion

The responses show a mixed adoption of Al technologies within HR functions. A substantial number of respondents indicate
that their organizations have integrated Al into some HR processes. However, many also report not using Al or are uncertain
about its usage. This suggests varying levels of awareness and adoption of Al across organizations, which could be influenced
by factors such as industry, organization size, or technological maturity.

The presence of “I don’t know” responses highlights a knowledge gap among some employees or respondents regarding the
technological tools employed in their organizations. This could reflect either limited communication about technological
initiatives or a lack of involvement in HR process decision-making.

Figure 7. Current usage of Al

9. Is your organization currently using Al in any HR processes?
110 responses

® Yes
® No

| don't Know

Source: Field Survey, 2025
Interpretation

The data indicates that Al adoption in HR is growing but not yet universal. Organizations that answered “Yes” are likely
leveraging Al for recruitment, employee engagement, performance management, or administrative automation. Those who

responded “No” might be in earlier stages of digital transformation or face barriers such as cost, expertise, or skepticism about
Al benefits.

The “I don’t know” category points to the need for better awareness and communication about digital tools within organizations.

For HR professionals and leadership, this underscores the importance of educating employees about new technologies and their
impact on workflows.

Overall, Al use in HR is an emerging trend with significant interest but varied penetration across sectors and organization sizes.
Al tools currently in use

Discussion:

Al adoption is growing but still uneven, with some organizations unsure about their Al usage.

Recruitment and performance management are the most common Al applications, reflecting a focus on talent acquisition and
employee development.

Employee engagement chatbots and predictive analytics are increasingly valued for enhancing communication and strategic
planning.

Diverse Al tools indicate customization and experimentation beyond standard solutions.

Figure 8. Currently used Al tools

10. If Yes, what Al tools are currently being used in your organization? (Select all that apply)
67 responses

Al-based recruitment tools 23 (34.3%)

Employee engagement chatbots 23 (34.3%)

Al-based performance

34 (50.7%)
management systems

Predictive analytics for workforce

X 25 (37.3%)
planning

Other (Please specify) 9 (13.4%)

0 10 20 30 40
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Source: Field Survey, 2025

Interpretation:

The uneven Al adoption suggests differing levels of digital maturity and resource availability across organizations.
The prominence of recruitment and performance tools points to the critical role of Al in optimizing core HR functions.

Chatbots and predictive analytics reflect a trend toward improving employee experience and proactive workforce
management.

“Other” Al tools highlight ongoing innovation and adaptation to unique organizational needs.
Al awareness

Discussion:
Respondents rated their overall awareness of Al technologies used in HR on a scale, mostly ranging from 1 (low) to 3
(moderate). The data shows a predominance of low to moderate awareness levels, with very few indicating high awareness.

Figure 9. Awareness and understanding of Al

Section 2: Al Awareness and Understanding 11.How would you rate your overall awareness of Al
technologies used in HR?

110 responses

60

53 (48.2%)

40 43 (39.1%)

20

14 (12.7%)

Source: Field Survey, 2025
Interpretation:

The generally low to moderate awareness levels suggest that while Al is a growing topic in HR, many professionals may still
lack deep knowledge or confidence in Al applications.

This indicates a need for more education, training, and communication around Al tools and their benefits within HR teams.

Organizations may be at an early stage in their Al adoption journeys, reflecting cautious or limited engagement with Al
technologies.

Understanding of Al Tools in HR

Discussion:

Respondents rated their understanding of various Al tools used in HR processes on a scale from 1 (low) to 3 (high). The ratings
mostly cluster around low to moderate levels of understanding, with very few respondents indicating a high level of
understanding.

Figure 10. Al tools implementation in HR

12. To what extent do you understand the various Al tools implemented in HR processes?

110 responses

80

60

61 (55.5%)

40
36 (32.7%)

20

13 (11.8%)

Source: Field Survey, 2025
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Interpretation:

The predominance of low to moderate scores indicates that many HR professionals have limited knowledge or practical
familiarity with specific Al tools in use.

This suggests a gap between awareness of Al in HR and a deeper comprehension of how these tools function and are applied
in practice.

The findings highlight the importance of targeted training programs and knowledge-sharing initiatives to enhance proficiency
with Al technologies among HR teams.

Organizations may be implementing Al tools without fully equipping staff with the necessary skills to leverage them effectively,
potentially limiting the benefits of Al adoption.

Personal Use of Al Tools in HR

Discussion:
Responses indicate a roughly mixed split between those who have personally used Al tools in their HR role and those who have
not. While many respondents affirm usage, a significant portion still report no direct use.

Figure 11. Personally, used Al tools

13. Have you personally used any Al tools in your HR role?
110 responses

® Yes
® No

69.1%

Source: Field Survey, 2025
Interpretation:
The data suggests that Al tool adoption at an individual level in HR roles is growing but not yet universal.

This mixed adoption may reflect varying levels of organizational maturity regarding Al integration or differences in role
functions where some HR professionals interact directly with Al tools while others do not.

It also implies that while Al might be present in organizational HR processes, not all employees are actively engaged with it,
possibly due to lack of training, role relevance, or awareness.

Organizations may need to encourage broader hands-on experience with Al in HR through training and involvement to
maximize the benefits of these technologies.

This question’s results complement the earlier findings about Al awareness and understanding, reinforcing that awareness does
not always translate into direct use.

Significant benefits of Using Al
Discussion

Respondents identified several key areas where Al brings the most value in Human Resource functions. The responses can be
categorized into four main benefits:

Increased Operational Efficiency
This was the most frequently cited benefit.

Respondents emphasized how Al helps automate routine HR tasks such as payroll processing, attendance tracking, and
scheduling interviews.

Better Performance Management
A significant portion of respondents indicated that Al enables more accurate, objective, and real-time performance evaluations.

Tools powered by Al help reduce human bias and provide data-backed feedback.
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Enhanced Employee Engagement

Al-driven chatbots and sentiment analysis tools were mentioned for their ability to provide 24/7 support and improve internal
communication.

Personalized learning recommendations and engagement analytics also contribute to better employee experiences.
Improved Recruitment Processes

Respondents noted the efficiency of Al in resume parsing, candidate shortlisting, and skill-matching.

Al also helps in predicting candidate success and fit, reducing time-to-hire.

Table 3. Benefits of Using Al

Benefit Number of Responses

Increased operational efficiency | 36

Improved recruitment processes | 21

Better performance management | 25

Enhanced employee engagement | 22

Other (Please specify) 3

Interpretation

The results suggest that while automation and efficiency are the most visible benefits of Al, there is a growing recognition of
its strategic potential in talent development and employee relations. Here's what the responses imply:

Operational efficiency is foundational, but HR professionals are beginning to look beyond cost and time savings toward
enhancing employee value and organizational performance.

The emphasis on performance management and engagement reflects a shift from administrative to transformational HR
roles, where data informs decisions about people.

Recruitment remains a priority, likely due to the high costs and effort involved in hiring — AI’s value is well understood in
streamlining these processes.

The diversity in responses indicates varying levels of Al maturity and application across organizations, where some focus
on foundational tasks while others explore strategic deployment.

Significant concerns of Al
Discussion

Respondents highlighted several significant concerns regarding the integration of Al in Human Resource practices. These
concerns have been broadly categorized as follows:

Data Privacy and Security

The most frequently mentioned concern.

Respondents are worried about how employee data is collected, stored, and used.

There’s a clear lack of trust in how Al systems manage sensitive personal information.

Ethical Considerations

A large proportion of respondents raised ethical issues.

Concerns include Al bias in decision-making, fairness in automated assessments, and accountability for Al-driven actions.
Loss of Personal Interaction

Many respondents feel Al could reduce human touch in HR.

There is fear that Al might replace face-to-face communication, affecting employee engagement, trust, and emotional
intelligence in workplace interactions.

Reliability of AI Decisions

Several participants questioned the accuracy and consistency of Al-generated outputs.
Doubts exist about overdependence on algorithms without human oversight.

Job Displacement

A few respondents expressed concern that Al might automate key HR functions, leading to job losses.
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This fear is more pronounced among those in operational or repetitive HR roles.
Other Concerns
A small subset cited unique issues such as Al's lack of contextual judgment or organizational readiness.

Figure 12. Primary concerns of Al

15. What are your primary concerns regarding Al in HR?
110 responses

@ Job displacement
@ Data privacy and security

» Ethical considerations
@ Loss of personal interaction
@ Reliability of Al decisions
@ Other (Please specify)

Source: Field Survey, 2025
Interpretation

The responses suggest that while HR professionals recognize the value of Al, trust and control remain key barriers to full-
scale adoption. Key insights include:

Data sensitivity is paramount in HR, and any Al solution that doesn’t offer transparency and robust safeguards will face
resistance.

Ethical deployment of Al is not just a technical issue—it involves aligning with organizational values and human rights
principles.

The concern over loss of human interaction reveals a desire to retain empathy, intuition, and social connection in HR
processes.

Reliability issues highlight a demand for hybrid models—where Al supports but does not replace human decision-making.

The presence of job displacement anxiety, though less frequent, underscores the importance of upskilling and change
management initiatives.

Overall, the results underscore the need for responsible, transparent, and human-centric Al implementation in HR.
Comfort in using Al in decision-making in HR
Discussion
Responses were measured on a 3-point scale:
1 = Not Comfortable, 2 = Somewhat Comfortable, 3 = Comfortable
Breakdown of Responses (out of 108 responses):
Not Comfortable (1): 39 responses (~36%)
Somewhat Comfortable (2): 55 responses (~51%)
Comfortable (3): 14 responses (~13%)
Figure 13. Comfortability in using Al
16. How comfortable are you with the idea of Al being used for decision-making in HR processes?
110 responses

60

56 (50.9%)

40 44 (40%)

20

10 (9.1%)
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Source: Field Survey, 2025

Interpretation

The data suggests that while awareness of Al in HR is growing, confidence in its use for decision-making remains limited.
Trust Gap:

Many respondents are hesitant, likely due to concerns about transparency, fairness, or understanding of AI mechanisms.
Need for Education & Exposure:

The high proportion of “somewhat comfortable” responses implies that training, case studies, or demos could shift opinions
positively.

Risk Aversion in HR Roles:

Given the sensitivity of HR functions—such as hiring, promotions, and performance reviews—respondents are cautious
about relinquishing control to algorithms.

Technology Maturity & Organizational Culture:

The low percentage of “comfortable” responses suggests that either Al implementations in their organizations are nascent,
or organizational readiness is lacking.

Al replacement of Human

Discussion

The responses were categorized into three options:
Yes, completely

Yes, in some areas

No

Response Breakdown (out of 108 responses):
Yes, in some areas: 73 responses (~68%)
No: 20 responses (~19%)

Yes, completely: 15 responses (~13%)

Key Observations:

A strong majority (68%) believe Al can replace human input in specific HR functions, such as routine tasks or data
processing.

A small minority (13%) think Al can completely replace human roles, suggesting higher trust or optimism in automation.

Nearly one in five (19%) reject the notion of Al replacing humans in HR, indicating either deep trust in human judgment
or skepticism about Al’s limitations.

Figure 14. Believe in Al replacement of human

17. Do you believe Al can replace human involvement in HR processes?
110 responses

@ Yes, completely
@ Yes, in some areas
No

Source: Field Survey, 2025
Interpretation

The responses show a balanced yet optimistic perspective on Al's capabilities in HR:
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Selective Adoption is Preferred:

Most respondents favour augmenting, not replacing, human functions. They likely envision Al handling administrative tasks
while humans manage nuanced or interpersonal decisions.

Cautious Optimism with Realistic Boundaries:

The relatively low percentage for “Yes, completely” signals that respondents recognize AI’s current limitations, especially
in tasks requiring empathy, ethical judgment, or complex human interaction.

Resistance Rooted in Human-Centric Roles:

Those who answered “No” may be in roles that rely on soft skills, negotiation, and discretion, which are harder to replicate
with Al

Need for Hybrid Models:

The findings suggest a hybrid HR model (Al + Human) is currently the most acceptable and effective path forward.
Future of Al in HR processes

Discussion

The responses were categorized into three levels of perceived importance:
Extremely important

Somewhat important

Not important

Response Breakdown (out of 108 responses):

Extremely important: 65 responses (~60%)

Somewhat important: 41 responses (~38%)

Not important: 2 responses (~2%)

Key Observations:

A strong majority (60%) view Al as extremely important to the future of HR, reflecting high expectations for its impact on
recruitment, performance management, workforce planning, and analytics.

A significant portion (38%) view Al as somewhat important, indicating cautious optimism or anticipation of gradual
implementation.

A minimal number (2%) feel Al is not important, possibly due to skepticism, limited exposure, or belief in traditional HR
models.

Figure 15. Perceptions of Al in the workplace

Section 3: Perceptions of Al in the Workplace 18.How do you perceive Al's role in the future of HR in
your organization?

110 responses

@ Extremely important
@® Somewhat important
Not important

Source: Field Survey, 2025
Interpretation
The responses highlight a clear trend toward Al integration being viewed as a strategic priority in HR functions:
Recognition of AI’s Strategic Value:

The high rating of "Extremely important" reflects growing awareness of Al’s efficiency, scalability, and analytical power
to transform HR practices.
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Moderate Optimism Among Some:

Those selecting "Somewhat important” may be influenced by organizational readiness, current tech infrastructure, or the
need for regulatory and ethical clarity.

Minimal Resistance to Al:

The tiny fraction who considers Al “Not important” suggests that outright resistance to Al in HR is nearly negligible in this
group.
Overall Outlook:

The general perception is positive and forward-looking, with most anticipating that Al will play a crucial or at least
supporting role in shaping the future of human resources.

Readiness of organizations in adoption of Al

Discussion

Most respondents feel their organizations are either somewhat ready or very ready to adopt Al in HR.

About 13% believe their organizations are not ready, indicating some barriers.

Readiness varies, reflecting differences in technological infrastructure, leadership support, and change management.

Organizations increasingly view Al as important for improving HR processes like recruitment, analytics, and employee
engagement.

Change management and addressing ethical concerns remain key challenges.

Figure 16. Organizational readiness

19. In your opinion, how ready is your organization to adopt Al in HR?
110 responses

@ Very ready
@ Somewhat ready
Not ready

Source: Field Survey, 2025
Interpretation
The high percentage of readiness suggests growing acceptance and strategic intent to integrate Al in HR.
“Somewhat ready” organizations may be in early adoption phases, while “very ready” ones are likely more advanced.
The “not ready” group highlights the need for training, investment, and leadership buy-in.
Successful Al adoption will depend on addressing data privacy, ethical issues, and fostering employee trust.
Overall, Al adoption in HR is becoming a mainstream priority, but progress will require careful management.
Believe in Al to enhance HR decision making
Discussion
A majority of respondents agree or strongly agree that Al can enhance HR decision-making.
Some respondents remain neutral, indicating uncertainty or lack of experience with Al in HR.
A smaller portion disagree or strongly disagree, showing skepticism or concerns.
Positive views highlight AI’s potential for data-driven, unbiased, and efficient decisions.

Negative or neutral responses may stem from fears about Al reliability or loss of human judgment.
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Figure 17. Believe in Al in enhancing HR decision- making processes

20. To what extent do you believe Al can enhance HR decision-making processes in your

organization?
110 responses

@ strongly disagree
@ Disagree
Neutral
@ Agree
@ Strongly agree

g

Source: Field Survey, 2025
Interpretation

The overall positive trend suggests growing confidence in Al’s ability to improve HR processes such as talent acquisition,
performance management, and workforce planning.

Neutrality points to a need for more awareness, training, and proof of Al benefits.
Skepticism reflects concerns about ethical issues, algorithmic bias, or inadequate Al implementation.

To maximize Al’s impact, organizations must address trust, transparency, and ensure Al complements rather than replaces
human insight.

Ethical implications of AI in HR decision making
Discussion
Responses vary widely, with ratings ranging from low (1) to high (4), showing diverse feelings about ethics.

Many respondents indicate moderate concern (scores around 2-3), reflecting awareness of ethical challenges but no extreme
WOrTYy.

A notable number give high scores (4), signaling strong concern about ethical issues such as bias, fairness, and transparency.
Some low scores (1) might suggest either trust in Al ethics or lack of awareness about potential ethical risks.
The variation indicates that ethics in AI HR decision-making is a complex and somewhat unsettled topic among respondents.

Figure 18. Ethical implications of Al in HR decision making

21. How do you feel about the ethical implications of Al in HR decision-making?

110 responses

60

46 (41.8%)

40
29 (26.4%)
20 20 (18.2%)
15 (13.6%)
0(0%)
0 I
5
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Source: Field Survey, 2025
Interpretation

The mixed responses reveal that while ethical considerations are recognized, there is no consensus on how serious or immediate
these concerns are.

Higher concern scores emphasize the need for organizations to prioritize ethical frameworks and governance when
implementing Al in HR.

Moderate and low scores suggest opportunities for increased education on ethical risks like discrimination, privacy breaches,
and accountability.

This distribution highlights that ethical implications must be carefully managed to build trust and ensure responsible Al use in
HR.

Subjection of Al tools to ethical guidelines
Discussion

The vast majority of respondents answered "Yes," indicating strong support for ethical guidelines and regulations for Al tools
in HR.

A smaller portion responded "Not sure," reflecting some uncertainty or lack of clarity about the need or scope of such
regulations.

Very few respondents said ""Ne," showing minimal opposition to ethical oversight.

This distribution suggests that while most see ethical governance as essential, some may require more information or experience
to form a firm opinion.

Figure 19. Subjection of Al to ethical guidelines

22. In your opinion, should Al tools be subject to ethical guidelines and regulations in HR?

110 responses

® Yes
® No

Not sure

Source: Field Survey, 2025
Interpretation

The strong majority in favour of ethical guidelines indicates a clear recognition of the potential risks and challenges Al brings
to HR decision-making.

Respondents likely acknowledge that without regulation, Al tools could lead to bias, privacy violations, or unfair treatment.
The presence of “Not sure” answers points to a need for greater awareness, education, and discussion on Al ethics in HR.

Overall, these findings emphasize the importance of establishing and communicating clear ethical frameworks to guide Al
implementation in HR.

16 Cross functional collaborations and AI adoption
Discussion
Most respondents rated the collaboration level as 2 (moderate/adequate) or 1 (low), with fewer giving a 3 (high) rating.

This suggests that collaboration between HR and departments like IT, Legal, and Compliance on Al projects is generally limited
or developing.

Lower scores may indicate silos or communication gaps, while moderate ratings show some cooperation but room for
improvement.
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Figure 20. Cross -functional collaborations and Al adoption

Section 4: Cross-Functional Collaboration and Al Adoption 23.How would you rate the current level

of collaboration between HR and other departments...egal, Compliance) regarding Al implementation?
110 responses

80
80 64 (58.2%)
40

38 (34.5%)

20

8 (7.3%)

Source: Field Survey, 2025
Interpretation

The data points to insufficient cross-functional collaboration, which could hinder effective Al adoption in HR due to lack of
alignment on technical, legal, and ethical issues.

Improved collaboration is essential to address complexities around Al deployment, including data privacy, system integration,
and compliance.

Organizations may benefit from establishing formal cross-departmental teams or processes to enhance coordination and
knowledge sharing for Al initiatives.

Rate of collaboration with IT department

Discussion

The majority of respondents indicated they collaborate with IT occasionally or frequently on Al-related HR projects.
A smaller group reported never collaborating with IT on these projects.

This shows a varied level of engagement, with some HR professionals actively working with IT, while others have little to no
interaction.

Figure 21. Collaboration with IT department on Al related HR projects

24. How often do you collaborate with the IT department on Al-related HR projects?

110 responses

@ Frequently
@ Occasionally
» Never

Interpretation

Frequent or occasional collaboration reflects growing recognition of the IT department’s critical role in implementing Al tools
in HR.

However, the presence of “never” responses suggests gaps where HR may not yet be fully integrating with IT, potentially
limiting Al project success.

Encouraging more consistent collaboration could improve technical support, data security, and smooth Al adoption in HR
functions.
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Rate of effectiveness of communication between HR and IT in implementation of Al

Discussion

Most respondents rated communication between HR and IT as somewhat effective or very effective.

A smaller portion felt communication was not effective.

This suggests a generally positive perception of communication quality, though some challenges or gaps persist.

Figure 22. Effectiveness of communication between HR and IT

25 How effective do you think the communication between HR and IT is when it comes to
implementing Al in your organization?
110 responses

@ Very effective
@ Somewhat effective
Not effective

Source: Field Survey, 2025

Interpretation

The predominance of “somewhat effective” responses indicates communication is functional but may have room for
improvement to ensure seamless Al implementation.

“Very effective” ratings show that in some organizations, collaboration is strong, likely contributing to successful Al
integration.

The “not effective” responses highlight potential communication breakdowns that could hinder AI project progress,
emphasizing the need for structured communication channels and clearer protocols.

Leadership Involvement in AI implementation

Discussion

Responses indicate a mix of senior leadership involvement levels:
Very involved

Somewhat involved

Not involved (noted but less frequent)

Many organizations report some degree of involvement, with a significant number highlighting strong (very involved)
leadership engagement.

However, a noticeable minority perceive leadership as not involved, suggesting inconsistent commitment across organizations.

Figure 23. Involvement of senior leadership in Al adoption for HR

26. How would you describe the involvement of senior leadership in Al adoption for HR?
110 responses

@ Very involved
@ Somewhat involved
+ Not involved

Source: Field Survey, 2025

Interpretation

The presence of many “very involved” responses suggests that in several organizations, senior leadership actively supports Al
adoption in HR, which likely facilitates smoother integration and resource allocation.
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“Somewhat involved” responses imply that while leadership is aware and somewhat engaged, there may be missed
opportunities for stronger advocacy or strategic direction.

The “not involved” segment highlights risk areas where lack of leadership support could delay or undermine Al adoption
efforts, stressing the need for better executive engagement and awareness-building initiatives.

Cross-functional collaboration
Discussion

The majority of respondents strongly believe that cross-functional collaboration between HR, IT, Legal, and other
departments is essential for successful Al integration in HR.

Some respondents answered “Maybe”, indicating some uncertainty or variability depending on organizational context.

A smaller number answered “No”, suggesting that in some cases, collaboration might not be seen as critical or may face
challenges.

Figure 24. Cross-functional collaborations

27. Do you believe cross-functional collaboration (e.g., HR, IT, Legal) is essential for successful Al
integration in HR?

110 responses

@ Yes
® No
Maybe

Source: Field Survey, 2025
Interpretation

The strong consensus on the importance of collaboration reflects the complexity of Al implementation, which requires diverse
expertise—technical, legal, ethical, and functional—to ensure effective and compliant integration.

“Maybe” responses may indicate that some organizations are still exploring how to best organize cross-functional efforts or
may rely more heavily on HR alone.

The “No” responses could point to organizations with siloed structures or limited interdepartmental communication, which
could hinder Al adoption success and risk compliance or technical issues.

Role of HR professionals in development and implementation of Al
Discussion

The survey data shows that a majority of respondents believe HR professionals are actively involved in the development and
implementation of Al tools within HR. Many rated HR’s involvement as “very involved,” indicating a recognition of HR’s
crucial role in guiding Al initiatives. This reflects a growing awareness that HR expertise is essential in tailoring Al solutions
to meet workforce needs and organizational objectives.

However, a significant number of respondents also selected “somewhat involved,” suggesting that while HR is engaged, the
level of participation can vary across organizations. Factors such as organizational structure, Al maturity, and resource
availability likely influence this variability. Additionally, a minority indicated “not involved,” which may point to organizations
where HR is either excluded from Al projects or lacks the necessary skills or mandate to participate fully.

Figure 25. Perceived role of HR professionals in development and implementation of Al

28. How do vou perceive the role of HR professionals in the development and implementation of Al
tools in HR?
110 responses

& Vory invaived
@ =Somowhal involved
Mot inveolved

48.2%
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Source: Field Survey, 2025
Interpretation

The predominance of “very involved” responses highlights that HR is often trusted to ensure Al systems align with ethical
standards, employee rights, and compliance requirements. Their role is vital to mitigate risks such as bias, privacy concerns,
and legal issues.

The “somewhat involved” responses imply that HR’s role might be supportive rather than leading, potentially due to competing
priorities or lack of Al expertise within the HR team. This points to the need for enhanced training and stronger cross-
department collaboration to empower HR.

Responses indicating “not involved” raise concerns about the potential for Al tools being developed without sufficient input
from HR professionals, which could result in solutions that fail to address critical human factors or negatively impact
employees.

Overall, the data suggests that involving HR deeply in Al initiatives is crucial for successful and responsible Al adoption in
HR functions.

Factors influencing Al adoption in HR
Discussion

The responses indicate a strong consensus around several key factors influencing Al adoption in HR within organizations.
Leadership support emerges as the most frequently selected factor, highlighting the critical role of senior management in
driving Al initiatives and fostering a supportive environment. This aligns with existing literature that emphasizes leadership
commitment as vital for technological change.

Organizational culture and IT infrastructure also feature prominently, suggesting that a culture open to innovation and
robust technological capabilities are fundamental to successful Al adoption. The frequent mention of budget and financial
resources underscores the practical necessity of adequate funding for Al projects, covering costs such as software, training,
and integration.

Other significant factors include employee acceptance, indicating that user readiness and willingness to engage with Al tools
can make or break adoption efforts. Sectoral readiness and legal considerations are also recognized as important, reflecting
awareness of industry-specific challenges and compliance with regulations when deploying Al

A smaller number of respondents mentioned “Other” factors, which could include elements unique to their organizational
context.

Figure 26. organizational and sectoral factors
Section 5: Organizational and Sectoral Factors 29.What factors do you believe most significantly
influence Al adoption in HR within your organization? (Select all that apply)

110 responses

Leadership support 54 (49.1%)

Sectoral readiness 34 (30.9%)

Organizational culture 45 (40.9%)
IT infrastructure 55 (50%)

Legal considerations 40 (36.4%)

Employee acceptance 45 (40.9%)

Budget and financial resources 52 (47.3%)

Other (Please specify) 5 (4.5%)

Source: Field Survey, 2025
Interpretation

The dominance of leadership support suggests that without clear endorsement and involvement from top management, Al
initiatives in HR may struggle to gain traction or resources. This highlights the need for leaders to actively champion Al projects
and communicate their strategic importance.

The importance of organizational culture implies that fostering an environment that values innovation, learning, and
adaptability can facilitate smoother Al integration. Resistance to change within the workforce could otherwise hamper
implementation efforts.

Strong IT infrastructure is interpreted as a foundational requirement—organizations need reliable technology platforms, data
management capabilities, and security measures to deploy Al effectively. Inadequate infrastructure can limit the scope or
quality of Al applications.
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Financial resources are critical not only for initial AT deployment but also for ongoing support, updates, and capacity building.
Budget constraints may delay or dilute Al adoption, especially in resource-limited settings.

Employee acceptance points to the human side of technology adoption. Al initiatives should include strategies for training,
communication, and addressing fears or misconceptions to ensure users embrace the new tools.

Sectoral readiness and legal considerations reflect the external environment’s influence, where industry norms, standards, and
regulations shape how Al can be safely and ethically implemented.

Overall, these factors collectively indicate that Al adoption in HR is multifaceted, requiring strategic, cultural, technical,
financial, and regulatory alignment for success.

Organizational culture support
Discussion

The responses reveal a spectrum of perceptions regarding the organizational culture’s supportiveness for Al adoption in HR. A
significant portion of respondents identify their culture as “Somewhat supportive”, indicating moderate encouragement and
openness to Al initiatives. This suggests that while there is a positive inclination towards Al, there may be reservations or gaps
in fully embracing Al-driven changes.

Another substantial group considers the culture “Very supportive”, reflecting environments where innovation,
experimentation, and Al integration are strongly encouraged and nurtured. These organizations likely have active leadership
endorsement, ongoing training, and communication strategies fostering acceptance and enthusiasm around Al

Conversely, a smaller but notable segment reports the culture as “Not supportive”. This indicates resistance or barriers within
the organizational environment, potentially due to fear of change, lack of understanding, or insufficient leadership commitment.
Such cultures may hinder Al adoption or delay its benefits.

Figure 27. Organizational cultural support

30. To what extent do you think your organization's culture is supportive of Al adoption in HR?
110 responses

@ Very supportive
@ Somewhat supportive
Not supportive

Source: Field Survey, 2025
Interpretation

The predominance of “Somewhat supportive” responses suggests that many organizations are in transitional phases—
recognizing the importance of Al but still facing cultural challenges such as skepticism, skill gaps, or incomplete alignment of
Al goals with organizational values.

The “Very supportive” responses highlight best-case scenarios where culture acts as a strong enabler for Al adoption, likely
leading to smoother implementation and better outcomes.

“Not supportive” responses signal potential risk areas where Al adoption may falter unless cultural barriers are addressed.
These organizations may need targeted interventions to build trust, educate employees, and align leadership vision with cultural
values.

Overall, the data suggests that cultivating a supportive organizational culture is crucial for maximizing the success of Al
adoption in HR. Efforts to shift culture from neutral or resistant toward active support could significantly enhance Al integration
outcomes.

Additional insights from respondents
Discussion

The additional insights provided by respondents reflect a broad spectrum of thoughts, concerns, and expectations regarding Al
adoption in HR. Several responses emphasize the strategic potential of Al to elevate HR processes, improve decision-making
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accuracy, and enhance operational efficiency. This highlights a recognition of Al as a transformative tool that can modernize
traditional HR functions.

At the same time, concerns about over-reliance on Al are noted, with worries about potential negative impacts such as reduced
critical thinking and the risk of a “lazy workforce.” There is a clear emphasis on the balance between automation and human
judgment, underscoring the belief that Al should complement rather than replace human roles.

Many responses highlight the importance of management commitment and proper guidelines to ensure successful
implementation. Several respondents call for capacity building and digital literacy training to equip HR professionals with
the skills necessary to effectively utilize Al tools.

Additional practical concerns include the need to tailor Al solutions to local organizational contexts rather than blindly
adopting foreign models, as well as budget constraints limiting the ability to pilot or test Al tools.

Interpretation

The insights reflect a nuanced understanding among respondents that while Al holds significant promise for improving HR
functions, successful adoption depends on strategic alignment, adequate training, and cautious implementation. The call for
upskilling and capacity building suggests that organizations recognize the importance of preparing their workforce for this
technological shift.

Concerns about over-dependence on Al and the need to preserve human judgment indicate a thoughtful approach to technology
adoption, where Al is seen as a support system rather than a replacement.

The emphasis on management support and clear guidelines signals that leadership buy-in and organizational policies are
critical to overcoming barriers to adoption.

Overall, these comments suggest that Al adoption in HR should be a collaborative, well-planned, and context-sensitive
process that balances innovation with human values and organizational readiness.

Key Findings
1. Low but Emerging Al Adoption in Ghanaian HRM
Al usage in HR is still limited in Ghana, with most HR departments relying on traditional processes.

Only a few sectors such as banking, telecom, and education have begun experimenting with Al tools like chatbots and applicant
tracking systems.

2. Knowledge and Perception Gaps Among HR Professionals
Many HR professionals in Ghana have limited technical knowledge of Al and its applications in HR.

Perceptions are mixed: some see Al as an opportunity to streamline HR functions, while others fear job displacement and
ethical risks.

3. Technical and Infrastructure Challenges

Inadequate digital infrastructure, weak internet access in rural areas, and low investment in HR tech make implementation
difficult.

Many organizations lack integrated HRIS (Human Resource Information Systems), cloud platforms, and data security measures
required for Al deployment.

4. Lack of Policy and Strategic Frameworks

Absence of national or sector-specific policies guiding ethical Al use in HR.

Organizations often lack internal roadmaps for digital transformation and Al integration.

5. Limited Cross-Functional Collaboration

Poor coordination between HR, IT, and legal departments slows Al adoption.

Most HR teams operate in silos, lacking support for cross-departmental implementation of Al solutions.
6. Learning from Other African Countries

South Africa and Kenya have shown that targeted upskilling programs, public-private partnerships, and government-backed
innovation hubs can accelerate Al adoption in HR.

Nigeria's fintech and startup sector is integrating Al-driven recruitment and performance tools, offering models Ghana could
adapt.

7. Al’s Potential to Personalize HR Practices

Al holds potential to create customized learning paths, predict employee attrition, and enhance engagement through sentiment
analysis—though these benefits remain untapped in Ghana.
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8. Need for Context-Specific Strategies

Strategies for Ghana must be tailored to its infrastructure realities, cultural perceptions, and workforce capabilities.
Grassroots-level training, local Al solutions, and regulatory clarity are essential for progress.
Conclusion

This study explored the state of Al adoption in Human Resource Management (HRM) in Ghana, with comparisons drawn from
both global and African contexts. The findings indicate that while Ghana is still in the early stages of Al integration, there is
growing awareness and interest among HR professionals. Key challenges include limited digital infrastructure, low data
readiness, and insufficient technical skills.

Drawing insights from countries like South Africa, Kenya, Nigeria, and India, it is clear that successful Al adoption in HR
depends on strong government support, organizational readiness, digital upskilling, and ethical Al frameworks.

For HR professionals in Ghana, the implications are clear:

Start small with Al tools for recruitment, training, and performance tracking.

Invest in digital skills to interpret Al insights and support tech-enabled decision-making.
Collaborate with local tech innovators to design context-specific HR solutions.
Advocate for data-driven HR practices and support the creation of enabling policies.

In sum, the study underscores that with the right strategies—centered on capacity building, infrastructure planning, and people-
focused Al tools—Ghanaian HR can evolve into a more agile, data-informed, and future-ready function.

Future Directions
1. Strengthening Digital Infrastructure

To enable Al adoption in HR, Ghana must prioritize investments in nationwide digital infrastructure—broadband access, data
centers, and cloud services. These foundational elements will support the deployment of Al tools like HR chatbots, predictive
analytics platforms, and intelligent recruitment systems.

2. Technical Capacity Building and Upskilling

Future research and policy should focus on developing Al competencies among HR professionals. Universities, HR
associations, and professional bodies should introduce Al literacy programs and certifications targeting HR roles. Partnerships
with international platforms (e.g., Coursera, Google Al, IBM SkillsBuild) can accelerate this transition.

3. Developing Contextual Al Solutions

Ghanaian tech startups and research institutions should be encouraged to build Al tools tailored to local HR needs—such as
language-sensitive chatbots, culturally relevant sentiment analysis engines, and Al tools that integrate with existing local HRIS
platforms.

4. Policy and Regulatory Frameworks

Government bodies and HR regulators should work collaboratively to establish ethical and data governance frameworks
specific to Al in HR. These policies must address:

Algorithmic fairness

Data protection (in line with Data Protection Act 2012)
Employee consent and transparency

Responsible automation and job protection

5. Pilot Projects and Public-Private Partnerships (PPPs)

Launching pilot programs within key sectors (e.g., education, health, banking) can test and refine Al applications in HR. PPPs
can mobilize funding, technical expertise, and implementation support.

6. Benchmarking Against Peer Economies

Future research should include comparative studies with similar emerging economies (e.g., Rwanda, Kenya, India, Vietnam)
to identify adaptable best practices. These comparisons can help refine Ghana’s own strategic roadmap.

7. Research on Personalization and Employee-Centric Al

Further studies should explore how Al can be used to create personalized employee experiences—adaptive onboarding, tailored
learning paths, personalized well-being initiatives, and Al-based career development plans.
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8. Al Readiness Assessment Models

Develop Al readiness toolkits specific to the HR domain in Ghana. These would allow organizations to assess their preparedness
across:

Digital maturity

Data availability and quality
Leadership support

Organizational culture

9. Fostering Innovation Ecosystems

Support innovation hubs and incubators to create HR tech startups, sponsor hackathons focused on AI-HR solutions, and
integrate HR tech challenges into national innovation strategies.

10. Sociocultural and Ethical Research

Ongoing qualitative research should examine cultural attitudes towards Al, resistance to automation, and ethical concerns
specific to the Ghanaian workplace, to guide more socially acceptable implementation strategies.

Recommendations
1. Invest in Digital Infrastructure

The Government of Ghana, in collaboration with private sector partners, should prioritize the expansion of digital
infrastructure—particularly high-speed internet, cloud computing facilities, and secure data storage. These are essential
foundations for integrating Al in HR processes.

2. Develop Al Literacy Among HR Professionals

Training programs and continuous professional development should be introduced through:

Collaboration with local universities and global e-learning platforms (e.g., Coursera, Udemy)

Certification programs in Al for HR professionals

Workshops organized by HR bodies like the Institute of Human Resource Management Practitioners (IHRMP)
3. Encourage Context-Specific Al Tools

Tech developers in Ghana should be incentivized to create Al applications that reflect local workplace norms, languages, and
data environments. For example, Al-powered recruitment tools should account for local qualifications and cultural expressions.

4. Policy Formulation and Regulation

Policymakers should draft clear frameworks that:

Support ethical Al use

Ensure compliance with Ghana’s Data Protection Act (2012)

Set standards for transparency, fairness, and accountability in algorithmic decision-making
Address concerns like job displacement and employee monitoring

5. Promote Pilot Programs

Organizations should be encouraged to conduct Al pilot projects in HR functions such as:
Talent acquisition (using Al resume screeners)

Employee engagement (through chatbots and sentiment analysis)

Performance analytics (using predictive modeling)

Lessons from these pilots can inform large-scale adoption.

6. Public-Private Partnerships (PPPs)

Forge strategic partnerships between the government, academia, and private enterprises to:
Co-fund Al research in HR

Create sandboxes for testing Al tools in real organizational settings

Support HR tech startups with grants and mentorship
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7. Benchmarking and Peer Learning

Ghana should systematically benchmark its Al integration efforts with countries such as:

Kenya

(for Al-enabled recruitment platforms)

South Africa (for organizational Al frameworks)

India and Vietnam (for low-cost, scalable HR automation tools)

Peer learning will enable adaptation of best-fit strategies.

8. Institutional Support for Al Readiness

HR associations, business chambers, and ministries should develop:

Al readiness checklists for HR departments

Self-assessment tools for HR digital transformation

Roadmaps for Al adoption across various industries

9. Foster Ethical and Inclusive Al

Ethical

considerations must remain central. Organizations should:

Involve employees in discussions about Al use

Be transparent about Al's role in decision-making

Audit algorithms for bias and discrimination

10. Research and Monitoring

Universities and policy think tanks should continuously:

Assess the impact of Al on HR outcomes (recruitment accuracy, employee satisfaction, retention)

Monitor trends and challenges in Al integration

Provide policy briefs and updates to stakeholders
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