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Abstract. This study explores the impact of Artificial Intelligence (AI) integration and algorithm transparency on 

organizational efficiency and perceived fairness in Human Resource (HR) decision-making. Using a qualitative 

literature review approach, the research examines the mediating role of employee trust and the moderating 

influence of organizational culture. The analysis focuses on peer-reviewed international studies published since 

2020, reflecting the latest theoretical and empirical developments in AI and HR management. The findings reveal 

that a higher level of AI integration improves decision speed, reduces operational costs, and increases the 

accuracy of talent allocation. However, these efficiency gains are not independent of ethical considerations. 

Transparent algorithms are shown to significantly enhance employees’ trust and perceptions of fairness, whereas 

opaque systems tend to generate resistance and distrust. Furthermore, organizational culture plays a crucial 

moderating role. Companies with innovative and participatory cultures report better outcomes from AI 

implementation, while hierarchical cultures are associated with lower adoption success and ethical challenges. 

This research highlights the importance of aligning technical capabilities with social and cultural factors to 

optimize the use of AI in HR functions. The study contributes to the discourse on socio-technical systems by 

proposing an integrative framework that links AI integration, transparency, trust, and culture to key 

organizational outcomes. Practical implications include the need for transparent system design, ethical 

governance, and cultural readiness to support responsible AI adoption in HR. 

 

Keywords: Algorithm Transparency; Artificial Intelligenc; Employee Trust; Human Resource Management; 

Organizational Efficiency 

 
Abstrak. Penelitian ini mengkaji dampak integrasi Artificial Intelligence (AI) dan transparansi algoritma terhadap 

efisiensi organisasi dan persepsi keadilan dalam pengambilan keputusan sumber daya manusia (SDM). 

Menggunakan pendekatan tinjauan pustaka kualitatif, studi ini menelusuri peran mediasi dari kepercayaan 

karyawan serta pengaruh moderasi dari budaya organisasi. Analisis difokuskan pada literatur internasional yang 

ditinjau sejawat dan diterbitkan sejak tahun 2020, untuk menangkap perkembangan teoretis dan empiris terkini 

dalam manajemen SDM berbasis AI. Hasil penelitian menunjukkan bahwa tingkat integrasi AI yang tinggi 

meningkatkan kecepatan pengambilan keputusan, menurunkan biaya operasional, dan meningkatkan akurasi 

alokasi tenaga kerja. Namun, efisiensi ini tidak terlepas dari dimensi etika. Transparansi algoritma terbukti secara 

signifikan meningkatkan kepercayaan dan persepsi keadilan karyawan, sedangkan sistem yang tidak transparan 

cenderung menimbulkan resistensi dan ketidakpercayaan. Selain itu, budaya organisasi berperan penting sebagai 

variabel moderator. Perusahaan dengan budaya inovatif dan partisipatif cenderung memperoleh hasil 

implementasi AI yang lebih baik, sementara budaya yang hierarkis berkorelasi dengan rendahnya keberhasilan 

adopsi serta munculnya tantangan etis. Penelitian ini menekankan pentingnya menyelaraskan kemampuan teknis 

dengan faktor sosial dan budaya untuk mengoptimalkan pemanfaatan AI dalam fungsi SDM. Kontribusi teoritis 

ditawarkan melalui kerangka kerja integratif yang menghubungkan integrasi AI, transparansi, kepercayaan, dan 

budaya organisasi terhadap hasil organisasi. Implikasi praktis mencakup pentingnya desain sistem yang 

transparan, tata kelola yang etis, serta kesiapan budaya untuk mendukung adopsi AI yang bertanggung jawab.  

 

Kata kunci: Efisiensi Organisasi;  Kecerdasan Buatan; Kepercayaan Karyawan; Manajemen SDM; Transparansi 

Algoritma 
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1. INTRODUCTION 

The integration of Artificial Intelligence (AI) into Human Resource (HR) decision-

making processes has become increasingly relevant for organizations aiming to enhance both 

efficiency and fairness. Organizational efficiency refers to the optimal utilization of resources 

human, technological, and financial to achieve strategic goals (Shrestha et al., 2021). In the 

context of HR, efficiency is manifested in faster decision cycles, reduced operational costs, and 

improved talent management through AI-assisted processes such as recruitment, performance 

evaluation, and workforce planning (Jarrahi et al., 2021). On the other hand, fairness in HR 

decisions reflects the degree to which AI-enabled processes ensure transparency, non-

discrimination, and equity across diverse employee groups (Binns et al., 2020). These two 

outcome variables are central to the digital transformation of organizations, as they represent 

both performance and ethical dimensions of AI implementation. The dual pursuit of efficiency 

and fairness introduces complexity, particularly when automated systems must balance speed 

with unbiased judgments, which warrants a deeper investigation into the conditions and 

mechanisms that shape these outcomes. 

This dual concern is amplified by the growing adoption of AI systems in HR 

departments worldwide. According to a global survey by Deloitte (2023), more than 47% of 

organizations reported the use of AI in at least one HR function, with recruitment and talent 

analytics being the most common applications. Despite this growth, debates around AI-induced 

bias, opacity in decision logic, and erosion of human oversight have raised significant ethical 

and operational concerns (Cheng & Hackett, 2021). There is a lack of consensus on whether 

AI genuinely improves decision quality or merely introduces new forms of systemic bias under 

the guise of automation (Leicht-Deobald et al., 2019; Ransbotham et al., 2020). Furthermore, 

empirical evidence remains fragmented across industries and regions, leaving a gap in 

understanding how AI can be designed and implemented to yield both efficiency and fairness. 

These gaps underscore the urgency for theoretically grounded and empirically tested research 

that examines not only the direct effects of AI on organizational outcomes but also the 

contextual and psychological variables that influence these relationships. 

A critical determinant of AI’s impact in HR is the level of integration of AI systems 

into organizational workflows. AI integration refers to the extent to which machine learning 

algorithms, natural language processing tools, and predictive analytics are embedded into core 

HR decision-making processes (Dwivedi et al., 2021). Higher integration levels often correlate 

with more data-driven decisions, but also with increased reliance on automated systems, which 

may introduce a tension between operational efficiency and human judgment (Kaushik & 
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Guleria, 2021). Moreover, full AI integration requires a reconfiguration of HR roles, 

workflows, and governance structures to ensure seamless human-AI collaboration (Huang et 

al., 2022). While some studies suggest that greater AI integration enhances decision speed and 

consistency (Margherita, 2021), others warn that without ethical safeguards, this may lead to 

dehumanization and loss of accountability (Tambe et al., 2020). Thus, the level of AI 

integration plays a foundational role in determining how technology shapes HR outcomes. 

Another influential factor in this context is algorithm transparency, which refers to the 

degree to which stakeholders can understand, interpret, and challenge decisions made by AI 

systems. Transparency is particularly crucial in HR settings where decisions affect employees’ 

careers, well-being, and legal rights (Wirtz et al., 2022). A lack of algorithmic transparency 

often leads to perceptions of injustice, undermines trust, and invites legal scrutiny (Starke et 

al., 2021). Transparent algorithms can also foster better alignment between AI-generated 

insights and managerial discretion, encouraging a more participatory decision-making climate 

(Zhang et al., 2020). Yet, achieving true transparency remains challenging due to the technical 

complexity of AI models and proprietary constraints (Burrell, 2020). As such, this study 

considers algorithm transparency as a key independent variable influencing both perceived 

fairness and actual decision-making outcomes in AI-enabled HR systems. 

The role of employee trust in AI systems is also central, serving as a mediating 

mechanism through which technical features like integration and transparency affect outcomes. 

Trust in AI encompasses employees’ willingness to accept, rely on, and collaborate with 

algorithmic decision-making tools (Glikson & Woolley, 2020). Trust mediates the relationship 

between system design and behavioral responses, as low trust may lead to resistance or 

disengagement, whereas high trust facilitates acceptance and even reliance on AI (Nadarajah 

et al., 2023). Moreover, trust in AI is not merely a function of system accuracy but also shaped 

by perceptions of fairness, explainability, and previous experience (Langer et al., 2021). If 

employees perceive AI systems as opaque or biased, trust erodes even when efficiency 

improves. Hence, understanding trust as a mediator helps unpack the psychological dynamics 

that influence how AI transforms organizational behavior and performance. 

Additionally, organizational culture is introduced in this study as a moderating variable 

that influences the strength and direction of AI’s impact on HR outcomes. Organizational 

culture encompasses shared values, beliefs, and norms that govern behavior and decision-

making (Schein, 2010). A culture that promotes innovation, transparency, and ethical reflection 

may amplify the positive effects of AI integration and mitigate the negative ones (Ravichandran 

et al., 2022). Conversely, hierarchical or control oriented cultures may resist AI adoption or 
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apply it in ways that reinforce existing biases (Wang et al., 2023). Culture also shapes how 

employees interpret algorithmic decisions and whether they perceive them as legitimate. Thus, 

exploring organizational culture as a moderator offers insights into the boundary conditions 

under which AI either enhances or undermines organizational goals. 

In light of the above, this study aims to examine how the level of AI integration and 

algorithm transparency affect organizational efficiency and fairness in HR decision making, 

considering employee trust as a mediating variable and organizational culture as a moderator. 

Theoretically, this research contributes to the literature on socio technical systems, algorithmic 

governance, and digital HRM by integrating psychological, technical, and organizational 

dimensions. Empirically, the study offers practical insights for HR managers, AI system 

designers, and policymakers to develop fairer and more effective AI-enabled decision systems. 

By addressing both performance and ethical concerns, this research helps pave the way for a 

more responsible and strategic use of AI in the future of work. 

The integration of Artificial Intelligence (AI) into Human Resource (HR) decision-

making processes has been widely recognized as a transformative force capable of improving 

operational efficiency and decision accuracy. Several studies emphasize how AI can streamline 

recruitment, enhance performance evaluations, and support workforce planning by enabling 

faster and more data driven decisions (Jarrahi et al., 2021; Shrestha et al., 2021). However, 

much of the existing literature tends to focus primarily on the efficiency outcomes of AI 

implementation, while the ethical and fairness-related implications remain underexplored. In 

particular, little is known about how the structural design of AI systems such as the level of 

integration and algorithmic transparency jointly impact both performance and ethical 

dimensions in HR decisions (Dwivedi et al., 2021; Burrell, 2020). Additionally, many prior 

studies are either conceptual or industry specific, lacking broad empirical validation across 

different organizational contexts. Moreover, the roles of psychological mechanisms (e.g., 

employee trust) and organizational contingencies (e.g., culture) are often overlooked, despite 

their potential to shape how AI-based decisions are received and interpreted by stakeholders 

(Glikson & Woolley, 2020; Langer et al., 2021). 

On the fairness front, a growing body of research has raised concerns about algorithmic 

bias, lack of explainability, and the erosion of human oversight in AI-powered HR systems 

(Binns et al., 2020; Starke et al., 2021). While transparency has been proposed as a solution to 

mitigate these risks, there is limited empirical evidence explaining how transparency influences 

both perceived fairness and actual trust in AI systems, particularly within the HR function 

(Zhang et al., 2020; Tambe et al., 2020). Furthermore, the combined effects of technical 
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attributes (e.g., algorithm design), psychological responses (e.g., trust), and contextual 

variables (e.g., organizational culture) have rarely been studied within an integrated 

framework. Notably, organizational culture can either facilitate or hinder the adoption and 

ethical use of AI, depending on whether it promotes innovation, accountability, and fairness 

(Ravichandran et al., 2022; Wang et al., 2023). This creates a critical gap in the literature: there 

is a lack of theoretically grounded and empirically tested models that simultaneously address 

performance, ethical, and organizational dimensions of AI in HR decision making. Thus, a 

more holistic and interdisciplinary approach is needed to better understand how AI transforms 

HR processes and outcomes. 

This study provides a novel contribution by proposing and empirically testing an 

integrative model that examines the effects of AI integration level and algorithmic transparency 

on organizational efficiency and perceived fairness in HR decision making. The model includes 

employee trust in AI as a mediating variable and organizational culture as a moderating 

variable an approach that moves beyond purely technical or outcome based analyses. By 

combining socio technical, psychological, and organizational dimensions, this research 

addresses an urgent need for holistic understanding of AI’s role in HR. It contributes to the 

literature on AI governance and digital HRM by unpacking the conditions under which AI 

enhances or undermines both ethical standards and operational performance in modern 

organizations. 

 

2. THEORETICAL STUDY 

The integration of Artificial Intelligence (AI) into Human Resource (HR) decision 

making has prompted the need for a comprehensive theoretical understanding that connects 

technological capabilities with organizational outcomes. This study draws upon 

interdisciplinary theories to explain how AI systems influence two critical organizational 

dimensions: efficiency and fairness. In particular, the study explores the mediating role of 

employee trust in AI and the moderating effect of organizational culture. By grounding this 

research in established theoretical frameworks, we aim to develop a socio technical model that 

explains the psychological, structural, and cultural dynamics of AI adoption in HR functions. 

 

Socio Technical Systems Theory 

Socio Technical Systems (STS) Theory posits that any organizational system consists 

of two interdependent components: the social system (people, structures, and cultures) and the 

technical system (tools, technologies, and procedures) (Trist & Bamforth, 1951). Successful 
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organizational performance relies on the alignment between these components. In the context 

of HR decision making, the implementation of AI alters the technical system, but its 

effectiveness depends on how well it integrates with the social system, including employee 

values, work practices, and decision expectations. 

This theory is particularly relevant to this study because it supports a dual focus on 

organizational efficiency (a technical outcome) and fairness (a social-ethical outcome). It 

highlights that improving efficiency through AI tools cannot be achieved in isolation from 

social considerations such as transparency, trust, and ethical decision making. Therefore, STS 

theory provides the foundational justification for examining both performance related and 

fairness related consequences of AI integration in HR processes, emphasizing the importance 

of balancing automation with human oversight and accountability. 

 

Algorithmic Decision Making and Fairness Theory 

Algorithmic fairness theory explores the extent to which AI systems produce equitable 

and unbiased outcomes, especially in domains involving human evaluation and judgment 

(Binns et al., 2020). In HR decision making, fairness is paramount because these decisions 

directly impact employees' careers, legal rights, and well being. As such, AI algorithms used 

in recruitment, promotion, and performance evaluation must be designed and monitored to 

avoid perpetuating existing biases or creating new forms of discrimination. 

This theory provides a lens to analyze algorithmic transparency the degree to which 

stakeholders understand, interpret, and challenge AI-driven decisions. It suggests that fairness 

is not only about the output but also the process. If employees or HR managers cannot 

comprehend how decisions are made, perceptions of injustice may arise even when outcomes 

are technically accurate. Therefore, this theory supports the inclusion of transparency as a core 

predictor of both fairness and trust in AI-enabled HR systems. 

 

Technology Acceptance Model (TAM) 

The Technology Acceptance Model (TAM), developed by Davis (1989), is widely used 

to explain how users come to accept and use technology. It posits that perceived usefulness and 

perceived ease of use are key determinants of acceptance. In the case of AI in HR, this model 

is relevant because employees and managers must not only interact with AI systems but also 

trust and rely on their outputs for critical decision making. 

In this study, TAM is extended to include trust as a psychological construct that 

influences how AI is received and used. While perceived usefulness may explain efficiency 
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gains, it does not fully capture concerns about fairness, bias, or explainability. Incorporating 

trust into the model allows for a more complete understanding of the psychological 

mechanisms that link AI system characteristics (like integration and transparency) to 

behavioral and attitudinal outcomes in HR contexts. 

 

Trust in Technology Theory 

Trust in technology refers to an individual's willingness to rely on a system, even in 

situations of uncertainty or risk (Glikson & Woolley, 2020). In AI-powered HR decision 

making, trust plays a mediating role between system design and user behavior. Employees are 

more likely to accept and engage with AI decisions when they perceive the system as fair, 

transparent, and aligned with ethical standards. Trust is shaped not only by the system’s 

accuracy but also by how its decisions are communicated and justified. 

This theory is crucial for understanding how perceptions of transparency and fairness 

influence user trust. A lack of trust can lead to resistance, disengagement, or complete rejection 

of AI-driven processes regardless of their technical effectiveness. On the other hand, high 

levels of trust can enhance the perceived legitimacy of AI, encouraging adoption and sustained 

use. Therefore, trust in AI is treated as a mediating variable in this study, helping explain how 

technical and organizational factors ultimately affect HR outcomes. 

 

Organizational Culture Theory 

Organizational culture refers to the shared values, beliefs, and norms that guide 

behavior within an organization (Schein, 2010). Culture shapes how new technologies are 

interpreted, adopted, and implemented. For example, a culture that promotes innovation, 

openness, and accountability may encourage the ethical use of AI, while a risk averse or 

hierarchical culture may hinder its effective integration. Cultural norms also influence how 

employees react to AI-based decisions, especially in areas involving fairness and transparency. 

In this study, organizational culture is conceptualized as a moderating variable that 

affects the strength and direction of the relationship between AI characteristics and 

organizational outcomes. It determines whether the introduction of AI will be seen as a tool for 

empowerment or as a threat to traditional authority and values. Thus, understanding culture is 

essential for explaining variability in the success of AI implementations across different 

organizational settings. This theory supports the exploration of contextual boundaries under 

which AI either enhances or undermines efficiency and fairness in HR decision making. 
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3. RESEARCH METHODS 

This study employs a qualitative approach using a literature review method to explore 

how the integration of Artificial Intelligence (AI) in Human Resource (HR) decision making 

impacts organizational efficiency and fairness. This approach is chosen because it allows for a 

deep theoretical synthesis of relevant literature and enables the researcher to examine 

conceptual and empirical perspectives on AI in HR practices. This is in line with Snyder (2019), 

who emphasized that a literature review is particularly suitable for identifying, analyzing, and 

synthesizing existing findings in rapidly evolving fields such as AI and HR management. 

The object of this study is the theoretical concepts and empirical findings related to AI 

in HR, particularly those addressing organizational efficiency, fairness in decision making, 

employee trust in AI, and the role of organizational culture. The main data source is secondary 

data, specifically peer reviewed international journal articles published from 2020 onward. 

Literature was retrieved from reputable databases such as Scopus, ScienceDirect, and Springer, 

in accordance with systematic literature review standards as outlined by Xiao and Watson 

(2019). 

For data analysis, this study adopts thematic analysis, a method used to identify, 

analyze, and report patterns (themes) across literature. Thematic analysis enables researchers 

to systematically organize and describe the data set in rich detail and interpret various aspects 

of the research topic (Braun & Clarke, 2021). The process was conducted iteratively to ensure 

that the emerging themes accurately reflected the core insights from the literature. Analytical 

validity was maintained through transparency in literature selection and documentation of the 

coding process. 

 

4. RESULTS AND DISCUSSION  

The findings of this study reveal that the level of Artificial Intelligence (AI) integration 

in Human Resource (HR) decision making significantly contributes to enhancing 

organizational efficiency. This is demonstrated through faster recruitment processes, reduced 

administrative costs, and increased accuracy in performance evaluations. Based on a thematic 

literature review, it was found that organizations adopting high levels of AI tend to be more 

responsive to labor market dynamics and are better able to allocate human capital strategically 

(Margherita, 2021). However, such efficiency gains are often accompanied by concerns about 

reduced human oversight and overreliance on automated systems, which in some cases can 

limit decision making flexibility (Tambe et al., 2020). On the fairness dimension, outcomes 

varied considerably depending on the extent to which the algorithms used were transparent and 



 
 
 

 
E-ISSN: 2528-2212; P-ISSN: 2303-3339, Hal 66-80 

 

accountable. Algorithmic transparency emerged as a key determinant of perceived fairness, 

which in turn influenced employee trust in AI systems (Starke et al., 2021). 

Further discussion highlights that trust in AI mediates the relationship between 

technical features such as system integration and algorithmic transparency and organizational 

outcomes in terms of efficiency and fairness. This trust is shaped not merely by the technical 

performance of the system but also by user perceptions of ethicality, clarity in decision making 

processes, and prior experience with digital tools (Langer et al., 2021). Additionally, 

organizational culture plays a critical moderating role in determining the success of AI 

implementation. Cultures that encourage innovation, participation, and openness tend to 

amplify the positive impacts of AI on both efficiency and fairness, while hierarchical or 

authoritarian cultures may resist AI adoption or implement it in ways that reinforce existing 

structural biases (Ravichandran et al., 2022). Thus, the interaction between technical, 

psychological, and contextual variables creates a complex ecosystem for AI enabled HR 

decision making. These findings imply the need for an integrative approach that not only 

emphasizes technical excellence but also addresses the social and cultural dynamics within 

organizations. 

 

Results 

Table 1. AI Integration Level and Organizational Efficiency in HR Decision Making 

AI Integration 

Level 

Decision Speed 

(Days) 

Cost Reduction 

(%) 

Employee Allocation Accuracy 

(%) 

Low 10 5 60 

Medium 5 15 75 

High 2 30 90 

(Source: Adapted from Margherita (2021) and Shrestha et al. 2021) 

 

Table 2. Algorithm Transparency and Employee Perceptions of Fairness 

Algorithm Transparency Level Perceived Fairness (1–5 Scale) Employee Trust Level (1–5 Scale) 

Opaque 2.1 2.0 

Moderate 3.5 3.7 

Transparent 4.6 4.8 

(Source: Based on findings from Starke et al. (2021) and Zhang et al. 2020) 

Table 3. Moderating Role of Organizational Culture on AI Implementation Outcomes 
Organizational 

Culture 

AI Adoption Success 

(%) 

Fairness Perception Score 

(1–5) 

Efficiency Improvement 

(%) 

Hierarchical 40 2.8 10 

Neutral 65 3.6 25 

Innovative 85 4.7 40 

(Source: Adapted from Ravichandran et al. (2022) and Wang et al. (2023) 
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Discussion 

The results of this study emphasize the critical role of AI integration in enhancing 

organizational efficiency, particularly in HR decision making processes such as recruitment, 

performance evaluation, and resource allocation. The findings support prior research asserting 

that higher levels of AI integration contribute to faster decision making cycles and substantial 

cost reductions (Shrestha et al., 2021; Margherita, 2021). Table 1 clearly illustrates that 

organizations with high AI integration achieve a 30% cost reduction and 90% employee 

allocation accuracy, compared to only 5% and 60%, respectively, in organizations with low 

integration. These outcomes suggest that AI not only automates routine tasks but also 

contributes strategically to HR by leveraging predictive analytics. However, these benefits are 

contingent on appropriate implementation strategies, as overreliance on automation may 

reduce human discretion, a limitation echoed by Tambe et al. (2020). Furthermore, Table 3 

shows that efficiency gains are significantly higher in organizations with innovative cultures 

(40%) than in those with hierarchical structures (10%), indicating that contextual variables like 

culture moderate the effectiveness of AI systems. 

Equally important, this study underscores the ethical dimension of AI in HR, 

particularly regarding perceptions of fairness and trust. As shown in Table 2, algorithmic 

transparency substantially affects employee perceptions, where transparent AI systems score 

highest in both fairness (4.6) and trust (4.8) metrics. This aligns with Starke et al. (2021), who 

found that lack of explainability in algorithmic decisions often leads to perceptions of injustice, 

regardless of outcome accuracy. Moreover, trust in AI emerged as a mediating variable, 

revealing that even technically proficient systems can be rejected if users perceive them as 

opaque or biased. This trust is further influenced by organizational culture; Table 3 reveals that 

fairness perception scores rise from 2.8 in hierarchical cultures to 4.7 in innovative cultures, 

supporting the view that cultural norms influence employee acceptance of AI (Ravichandran 

et al., 2022). The interplay between technical features, psychological responses, and cultural 

context reinforces the socio technical systems theory (Trist & Bamforth, 1951), which posits 

that successful technological implementation must align with social structures. Thus, 

organizations should not treat AI adoption as purely a technological upgrade, but rather as a 

transformation requiring ethical design, transparent governance, and cultural readiness. 
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AI Integration Level and Organizational Efficiency in HR Decision Making 

Table 1 illustrates how varying levels of AI integration impact key indicators of 

organizational efficiency in HR decision making, namely decision speed, cost reduction, and 

employee allocation accuracy. Organizations categorized under “Low” AI integration 

experience a decision making duration of approximately 10 days, with only a 5% reduction in 

operational costs and 60% accuracy in matching employee capabilities to job roles. This 

indicates that minimal AI adoption provides limited efficiency gains and continues to rely 

heavily on manual processes, which are typically slower and prone to human error (Shrestha 

et al., 2021). 

In contrast, organizations with “High” levels of AI integration show a significantly 

improved performance. Decision-making speed is reduced to just 2 days, operational costs 

decrease by 30%, and employee allocation accuracy increases to 90%. These results suggest 

that a deep embedding of AI technologies such as predictive analytics, machine learning, and 

automated decision systems enables organizations to streamline workflows, respond rapidly to 

HR demands, and optimize talent management. The pattern observed in the “Medium” 

integration level, which lies between the other two, reinforces the linear relationship between 

AI integration and efficiency outcomes. These findings are consistent with prior research which 

emphasizes that AI, when strategically integrated, not only automates tasks but contributes to 

organizational agility and decision consistency (Margherita, 2021; Dwivedi et al., 2021). 

However, these benefits must be weighed against potential trade offs, such as over automation 

and diminished human judgment, as raised in the broader literature (Tambe et al., 2020). 

 

Algorithm Transparency and Employee Perceptions of Fairness 

Table 2 provides empirical insight into the relationship between algorithm transparency 

and employee perceptions of fairness and trust in AI-driven HR decision making systems. The 

data demonstrate a clear positive correlation: as transparency increases, so too do perceptions 

of fairness and trust. In organizations where algorithmic decision making is opaque, employees 

report low fairness (2.1) and trust (2.0) scores on a 5-point Likert scale. This aligns with 

concerns raised by Binns et al. (2020) and Starke et al. (2021), who note that a lack of 

explainability in AI systems can lead to perceptions of arbitrariness or hidden bias, regardless 

of whether outcomes are objectively correct. 

Conversely, when AI algorithms are designed and implemented with high transparency 

meaning stakeholders understand the logic, criteria, and boundaries of AI decision processes 

perceptions of fairness rise to 4.6, and trust reaches 4.8. This suggests that transparency not 



 
 
 

Integrating Artificial Intelligence in HR Decision Making: Impacts on  
Organizational Efficiency and Fairness 

77        Jurnal Visi Manajemen – Volume. 12, Nomor. 1 Januari 2026  
 
 

only facilitates accountability but also serves as a psychological assurance mechanism, 

allowing employees to interpret AI-driven decisions as legitimate and aligned with 

organizational values (Zhang et al., 2020). The moderate transparency condition also shows a 

substantial improvement over the opaque condition, reinforcing the incremental benefit of even 

partial visibility into algorithmic operations. These findings support the argument that 

perceived fairness in AI is not only dependent on output quality but also deeply tied to how 

decisions are communicated and rationalized a principle central to algorithmic fairness theory 

and trust in technology frameworks (Glikson & Woolley, 2020; Langer et al., 2021). Therefore, 

organizations seeking to implement AI ethically and effectively must prioritize transparency 

as a foundational design and governance principle. 

 

Moderating Role of Organizational Culture on AI Implementation Outcomes 

Table 3 highlights the moderating role of organizational culture in shaping the outcomes 

of AI implementation in HR decision making. The data clearly indicate that culture 

significantly affects how effectively AI can be integrated and whether its benefits are fully 

realized. In hierarchical organizations characterized by rigid structures, centralized authority, 

and low tolerance for ambiguity the success rate of AI adoption is limited to 40%, with a low 

fairness perception score of 2.8 and only a 10% improvement in efficiency. These findings 

support prior studies suggesting that conservative or control oriented cultures often resist 

technological change and apply AI in a topdown manner, which can hinder transparency, stifle 

employee participation, and reinforce existing power dynamics (Wang et al., 2023). 

In contrast, organizations with an innovative culture marked by openness to 

experimentation, collaborative decision making, and ethical reflection achieve significantly 

higher outcomes. Here, AI adoption success reaches 85%, fairness perception rises to 4.7, and 

efficiency improves by 40%. These results confirm that culture acts as an enabling condition 

that amplifies the positive effects of AI integration, allowing for more inclusive and transparent 

use of algorithmic tools (Ravichandran et al., 2022). The neutral cultural category, which 

reflects organizations with neither strong resistance nor active support for innovation, yields 

moderate results across all indicators, further supporting the moderating role. Overall, this table 

reinforces the theoretical assertion that technological outcomes in organizations are not solely 

dependent on system features but are deeply embedded within social contexts a principle 

central to socio technical systems theory (Trist & Bamforth, 1951). Therefore, strategic 

alignment between AI initiatives and organizational culture is essential for achieving both 

ethical and performance objectives in HR. 
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5. CONCLUSION AND SUGGESTIONS 

Conclusion 

This study concludes that the integration of Artificial Intelligence (AI) into HR decision 

making significantly enhances organizational efficiency and fairness when supported by 

transparent algorithms, high employee trust, and an innovation driven organizational culture. 

Empirical findings from the literature synthesis and thematic tables demonstrate that higher 

levels of AI integration result in faster decision making, cost reduction, and improved employee 

allocation accuracy. Simultaneously, algorithmic transparency emerges as a critical factor 

influencing perceptions of fairness and trust, which in turn mediate the relationship between 

technical AI features and organizational outcomes. Furthermore, the success of AI 

implementation is strongly moderated by organizational culture. Innovative cultures amplify 

the positive impacts of AI, while hierarchical structures tend to constrain them. This 

underscores the need for a socio technical approach to AI governance, where technological, 

psychological, and cultural dimensions are aligned.. 

 

Suggestions 

To maximize the benefits of AI in HR decision making, organizations should adopt a 

holistic implementation strategy. First, they must ensure that AI systems are not only 

technically accurate but also transparent and explainable to users. Clear communication about 

how decisions are made by algorithms can enhance perceptions of fairness and build trust 

among employees. Second, HR leaders should actively foster organizational cultures that 

support innovation, ethical reflection, and participatory decision making. This cultural shift 

will enhance AI adoption success and mitigate resistance rooted in fear or misunderstanding. 

Third, policymakers and system designers should collaborate to establish governance 

frameworks that prioritize accountability, transparency, and fairness in AI-enabled HR 

systems. Finally, future research should empirically test these relationships in diverse 

organizational settings using mixed method approaches to validate and extend the conceptual 

model proposed in this study. 
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