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Abstract 

The expeditious growth of artificial intelligence (AI) is revamping human resource 

management (HRM), specifically in the context of growing organizational emphasis on 

sustainability. Although previous studies have examined AI in HRM and sustainable HRM 

independently, less attention has been given to their integration and its implications for 

employee outcomes. This study develops a conceptual framework that integrates AI 

capabilities with sustainable HRM practices to describe their combined influence on 

multidimensional employee performance. Based on the Resource Based View (RBV), Ability 

Motivation Opportunity (AMO) theory, and Socio-Technical Systems theory, the study 

conceptualizes AI as a strategic enabler of ecological (green HRM), social (diversity, equity, 

and inclusion and employee well-being), and economic HRM practices. The framework 

proposes that sustainable HRM practices mediate the relationship between AI integration and 

employee performance outcomes, including productivity, innovation, engagement, well-being, 

retention, and pro-environmental behaviors. Furthermore, ethical AI governance and 

transformational leadership are identified as key boundary conditions shaping these 



Nidhi Singh                           IJMRT: Volume (8), Issue 4, 2026

 

Copyrights@IJMRT www.ijmrt.in  

Page | 57 

relationships. The study advances theory by extending current frameworks of employee 

performance into a multifaceted, sustainability-oriented construct and bridging the gap 

between AI-enabled HRM and sustainable HRM literatures. Basically, it offers a structured 

roadmap for organizations looking to use AI responsibly and improve long term employee 

results. The paradigm offers a foundation for future empirical studies across different 

organizational and institutional contexts. 

 

Keywords: Artificial Intelligence, Sustainable Human Resource Management, 

Multidimensional Employee Performance, Ethical AI Governance, AI-Enabled HRM.

 

1. Introduction 

 

Artificial intelligence’s (AI) quick development, coupled with increasing pressure on 

organizations to operate sustainably, is transforming traditional human resource management 

(HRM). Organizations are no longer evaluated solely on economic performance but are also 

expected to deliver social and environmental value, harmonizing their practices with wider 

sustainability objectives. In the realm of, Sustainable Human Resource Management, it has 

emerged as a strategic approach that integrates economic efficiency with employee well-

being, social equity, and environmental responsibility. Sustainable HRM extends traditional 

HRM by accentuating long-term human capital development, resilience, and responsible 

organizational practices. It consolidates ecological initiatives such as green HRM, social 

dimensions including diversity, equity, and inclusion (DEI), and economic considerations 

related to performance and productivity. As organizations increasingly align with 

sustainability goals such as decent work, equality, and environmental protection, Sustainable 

HRM has gained prominence as a critical mechanism for achieving balanced and sustainable 

outcomes. At the same time, AI technologies including machine learning, predictive analytics, 

and natural language processing are transforming core HRM functions such as recruitment, 

training, performance management, and employee engagement. AI makes it possible for HR 

procedures to be more effective, personalized, and data driven. Alongside these advantages, 

though, there are significant organizational and ethical predicament brought up by concerns 

regrading algorithmic bias, data privacy, and decreased human engagement. Despite these 

parallel developments, existing research has largely examined AI in HRM and Sustainable 

HRM in isolation. There is limited conceptual understanding of how AI can be systematically 

integrated with Sustainable HRM practices to influence employee outcomes. In particular, 

prior studies have paid insufficient attention to the mechanisms through which AI enabled 
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HRM contributes to multidimensional employee performance, encompassing not only 

productivity but also innovation, engagement, well-being, retention, and pro-environmental 

behaviour. Furthermore, the role of ethical and organizational conditions in shaping these 

relationships remains underexplored. In order to fill in these gaps, this study creates a 

conceptual framework that combines sustainable HRM practices and AI capabilities to 

describe how they affect multidimensional employee performance. The study views AI as a 

strategic enabler that improves the efficacy of sustainable HRM practices, based on the 

Resource-Based View (RBV), Ability Motivation Opportunity (AMO) theory, and Socio-

Technical Systems theory. The paradigm also suggests that ethical AI governance and 

leadership-related aspects influence the strength of these linkages, with sustainable HRM 

serving as a mediation mechanism. There are three ways in which this study enumerates to the 

literature. First, by providing an integrated conceptual approach, it closes the gap between AI 

enabled HRM and sustainable HRM. Second, by conceptualizing employee performance as a 

multifaceted construct in line with sustainability goals, it expands on current models of 

employee performance. Third, it emphasizes how crucial organizational and ethical 

frameworks are to ensuring that regrading AI implementation in HRM produces ethical and 

sustainable results. 

 

2.  Literature Review 

2.1. Artificial Intelligence integration within Human Resource Management 

Artificial intelligence (AI) has increasingly transformed the landscape of human resource 

management by enabling data-driven decision-making, automation of routine tasks, and 

enhanced strategic capabilities. AI applications in HRM span across recruitment, training, 

performance management, and employee engagement, thereby reshaping both operational and 

strategic HR functions (Madanchian, 2023; Madhavi et al., 2024). For example, AI powered 

recruitment tools utilize algorithms to screen resumes, analyze candidate responses, and 

predict person job fit, improving efficiency and consistency in selection processes. In training 

and development, AI-driven systems facilitate personalized learning pathways through 

adaptive algorithms, allowing organizations to tailor skill development to individual employee 

needs. Similarly, in performance management, predictive analytics and natural language 

processing enable continuous feedback mechanisms and real-time performance tracking, 

shifting from traditional periodic evaluations to dynamic performance systems (Safshekan et 

al., 2026; Gandhimathi & Nancy, 2025). These developments contribute to improved 

organizational agility, efficiency, and responsiveness. Nevertheless, growing AI adoption in 
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human resources also raises critical concerns. Issues related to algorithmic bias, lack of 

transparency, and data privacy challenge the fairness and ethical integrity of AI driven HR 

practices (Naoum et al., 2026; Sony et al., 2025). Moreover, excessive dependence on 

automated systems may reduce human judgment and relational aspects of HRM, which are 

critical to fostering employee trust and organizational commitment. Thus, while AI enhances 

HRM capabilities, its implementation requires careful alignment with ethical and 

organizational considerations. 

 

2.2. Sustainable Human Resource Management 

Sustainable Human Resource Management (Sustainable HRM) has emerged as a strategic 

approach that integrates economic, social, and environmental objectives within HR practices. 

Sustainable HRM places more emphasis on long-term value creation through employee well-

being, inclusivity, and environmental responsibility than traditional HRM, which frequently 

places a higher priority on short-term efficiency (Lu et al., 2023; Liang & Li, 2025). From an 

ecological perspective, such HR systems incorporates Green HRM practices such as 

environmentally responsible recruitment, sustainability-focused training, and performance 

evaluation linked to environmental outcomes. Socially, it promotes diversity, equity, and 

inclusion (DEI), as well as employee well-being and work–life balance. Economically, it 

ensures productivity and organizational competitiveness by developing human capital 

sustainably. Theoretical perspectives further support the significance of Sustainable HRM. 

The Resource-Based View (RBV) suggests that sustainable HR practices can serve as 

valuable, rare, and inimitable resources that contribute to sustained competitive advantage 

(Barney, 1991). Similarly, the Ability–Motivation–Opportunity (AMO) framework explains 

how HR practices enhance employee performance by developing capabilities, motivating 

employees, and providing opportunities for participation. These perspectives highlight that 

Sustainable HRM not only improves organizational outcomes but also aligns employee 

performance with broader sustainability objectives. 

 

2.3. Multidimensional Employee Performance in Sustainable Contexts 

Traditional measures of employee performance have primarily focused on task-related 

productivity. However, contemporary research increasingly recognizes performance as a 

multidimensional construct that includes not only task performance but also contextual 

behaviours such as innovation, engagement, well-being, retention, and pro-environmental 
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actions (Lu et al., 2023; Liang & Li, 2025). This wide perspective aligns with sustainability 

oriented organizational goals, where employee outcomes are evaluated not in relation to long 

term contribution to organizational and societal well-being. The Job Demands Resources (JD-

R) framework further explains that supportive HR practices enhance employee resources, 

leading to enhanced engagement, resilience, and performance outcomes. Sustainable HRM 

practices contribute substantially to fostering such multidimensional performance by creating 

supportive work environments, encouraging innovation, and promoting responsible 

behaviours. However, how these approaches are put into practice and maintained inside 

organizational systems determines how effective they are. 

 

2.4. Integrating Artificial Intelligence and Sustainable HRM 

AI may serve as a strategic enabler of sustainable HR practices, according to recent research 

that has started to examine the possible synergies between AI and sustainable HRM. AI 

technologies can support Green HRM initiatives through digital recruitment processes, reduce 

resource consumption, and enable data driven sustainability training (Hashmi & Ghai, 2025; 

Chin & Mohamad, 2024). Additionally, AI driven insights can improve HRM decision 

making, enabling businesses to better match HR procedures with sustainability goals. 

According to conceptual and empirical research, AI enabled insights can boost efficiency, 

precision, and customisation in Sustainable HR practices (Mahade et al., 2025). However, 

these benefits are contingent upon ethical governance and organizational readiness. AI 

systems may restrict their efficacy if they are not properly supervised since they could 

reinforce preexisting prejudices or erode employee trust. Despite these emerging insights, the 

literature remains fragmented. Most studies examine AI in HRM or Sustainable HRM 

independently, with limited attention to their integration and its impact on employee 

outcomes. Specifically, there aren't enough conceptual frameworks that explain how AI 

enabled HRM contributes to multidimensional employee performance through Sustainable HR 

practices. Moreover, the role of mediating mechanisms and contextual conditions in shaping 

these relationships remains underexplored. 

 

2.5. Research Gap 

Based on the above discussion, it is evident that while AI and Sustainable HRM have 

individually received considerable attention, their integrated impact on employee performance 

is not yet fully understood. A thorough conceptual framework explaining how AI might 

improve sustainable HRM practices and how these practices impact multidimensional 
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employee performance is lacking in existing research. Furthermore, few research has been 

done on how organizational and ethical issues moderate these correlations. 

 

3. Conceptual Framework 

Building on earlier research, this study creates a conceptual framework that describes how the 

Sustainable HRM mechanism improves sustainable organizational results when artificial 

intelligence (AI) is incorporated into HRM. According to the concept, AI serves as a strategic 

enabler that supports the development and use of sustainable HR practices, which eventually 

improves multidimensional employee performance. 

 

3.1. Theoretical Foundations 

The proposed framework is grounded in three complementary theoretical perspectives. First, 

the Resource-Based View (RBV) posits that organizational capabilities that are valuable, rare, 

and difficult to imitate can generate sustained competitive advantage (Barney, 1991). In this 

context, AI capabilities combined with Sustainable HRM practices represent a unique 

strategic resource that enhances organizational effectiveness. Second, the Ability Motivation 

Opportunity (AMO) framework explains how HRM practices effect employee performance by 

enhancing employees’ abilities, motivating them, and providing opportunities for participation 

(Appelbaum et al., 2000). Sustainable HRM practices, supported by AI enabled systems, can 

strengthen each of these components, thereby improving employee outcomes. Third, Socio 

Technical Systems theory accentuate the need for alignment between technological systems 

and social structures within organizations (Trist, 1981). In order to ensure that AI driven 

activities enhance rather than compromise employee well-being and organizational 

relationships, the assimilation of AI in HRM necessitates striking a balance between 

technology efficiency and human centric considerations. When taken as a whole, these ideas 

offer a solid basis for comprehending how AI enabled Sustainable HRM might improve 

employee performance in a sustainable and well balanced organizational system. 

 

3.2. Conceptual Model and Relationships 

The framework consists of three primary components: AI integration as the independent 

variable, Sustainable HRM practices as the mediating mechanism, and multidimensional 

employee performance as the dependent outcome. In addition, ethical and organizational 

conditions are incorporated as moderating factors. 
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Artificial Intelligence Integration and Sustainable HRM 

AI integration in HRM refers to the use of technologies such as machine learning, predictive 

analytics, and natural language processing to enhance HR functions. From an RBV 

perspective, AI represents a strategic capability that improves the efficiency and effectiveness 

of HR practices. AI enables organizations to design more precise, data-driven, and adaptive 

HR systems, which can support Sustainable HRM initiatives such as green recruitment, 

personalized development, inclusive decision-making, and well-being-oriented policies. 

 

Sustainable HRM as a Mediating Mechanism 

Sustainable HRM practices act as the central mechanism through which AI integration 

influences employee outcomes. Rather than directly impacting employee performance, AI 

enhances the quality and effectiveness of HR practices, which in turn shape employee 

attitudes and behaviours. Based on the AMO framework, Sustainable HRM improves 

employee abilities through targeted development, strengthens motivation through fair and 

meaningful reward systems, and increases opportunities through participative and inclusive 

practices. Through these mechanisms, Sustainable HRM translates technological capabilities 

into human and organizational outcomes, establishing it as a key mediator between AI 

integration and employee performance. 

 

Multidimensional Employee Performance 

The framework conceptualizes employee performance as a multidimensional construct that 

extends beyond traditional productivity measures. It includes task performance, innovative 

behaviour, employee engagement, well-being, retention, and pro-environmental behaviours. 

This broader perspective reflects the sustainability orientation of modern organizations, where 

performance is evaluated in terms of both efficiency and long-term contribution to 

organizational and societal goals. 

 

Moderating Conditions 

The effectiveness of the proposed relationships is influenced by key moderating factors. 

Ethical AI governance exerts substantial impact in ensuring fairness, transparency, and 

accountability in AI driven HR practices. Strong ethical governance reduces risks related to 

bias and privacy concerns, thereby strengthening employee trust and acceptance of AI 

systems. Transformational leadership further enhances the effectiveness of Sustainable HRM 

practices by fostering a supportive environment, encouraging innovation, and aligning 
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employees with organizational sustainability goals. Leaders hold a key position in minimizing 

the gap between technological systems and human values, ensuring that AI enabled practices 

are implemented responsibly and inclusively. These moderating conditions influence the 

interplay between AI integration, Sustainable HRM and employee performance thereby 

shaping the overall effectiveness of the framework. 

 

3.3. Summary of the Framework 

Overall, the proposed framework suggests that AI integration enhances Sustainable HRM 

practices, which in turn drive multidimensional employee performance. The strength of these 

relationships is contingent upon ethical and leadership related conditions that ensure 

responsible and effective implementation. The model highlights the importance of integrating 

technological capabilities with human centric HR practices to achieve sustainable 

organizational outcomes. 

Figure.1. Conceptual Framework of AI-enabled Sustainable HRM and 

Multidimensional Employee Performance 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

MODERATING VARIABLES 

 Ethical Governance 

 Transformational Leadership 

 

SUSTAINABLE HRM PRACTICES 

 Ecological (Green HRM) 

 Social (DEI & Well-being) 

 Economic Sustainability 

AI INTEGRATION IN HRM 

(Predictive Analytics, NLP, Machine 

Learning, Automation) 

MULTIDIMENSIONAL EMPLOYEE PERFORMANCE 

 Productivity 

 Engagement 

 Innovation 

 Well-being 

 Retention 

 Pro-Environmental Behaviour 

 

Direct Effect 

Moderating Effect 



Nidhi Singh                           IJMRT: Volume (8), Issue 4, 2026

 

Copyrights@IJMRT www.ijmrt.in  

Page | 64 

 

Figure 1 illustrates the proposed conceptual framework, highlighting the mediating role of 

Sustainable HRM between artificial intelligence integration and multidimensional employee 

performance, along with the moderating effects of ethical AI governance and transformational 

leadership. 

 

3.4. Propositions 

As per the framework, propositions are presented below: 

Direct Relationships 

P1: 

Artificial intelligence integration in human resource management positively influences the 

implementation and efficacy of Sustainable HRM practices. 

P2: 

Sustainable HRM practices positively influence multidimensional employee performance, 

including productivity, engagement, innovation, well-being, retention, and pro-environmental 

behaviour. 

Mediating Relationship 

P3: 

Sustainable HRM practices mediate the association between artificial intelligence integration 

in HRM and multidimensional employee performance. 

Moderating Relationships 

P4: 

Ethical AI governance positively moderates the link between artificial intelligence integration 

in HRM and Sustainable HRM practices, such that the relationship is stronger when ethical 

governance is high. 
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P5: 

Transformational leadership positively moderates the relationship between Sustainable HRM 

practices and multidimensional employee performance, such that the relationship is stronger 

under supportive leadership conditions. 

 

4. Discussion and Implications 

4.1. Interpretation of the Conceptual Framework 

The proposed framework provides a systematic perspective on how AI integration in human 

resource management advances organizational sustainability through the mechanism of 

Sustainable HRM. The model suggests that AI embedded in HRM systems does not directly 

improve employee outcomes; instead, its impact is realized through the enhancement of 

sustainable HR practices. This highlights the critical mediating role of Sustainable HRM in 

transforming technological capabilities into meaningful human and organizational outcomes. 

From a theoretical perspective, this relationship can be interpreted through the Resource 

Based View (RBV), which positions AI as a strategic capability that enhances the 

effectiveness of HR systems. However, the framework extends RBV by emphasizing that 

technological capabilities alone are insufficient; they must be integrated with sustainable and 

human centric practices to generate long-term value. Similarly, the Ability Motivation 

Opportunity (AMO) framework helps explain how Sustainable HRM translates AI enabled 

systems into improved employee performance by enhancing employee competencies, 

motivation, and opportunities for engagement. Furthermore, the inclusion of Socio Technical 

Systems theory underscores the balance between technological efficiency with human 

considerations. The model indicates that the success of AI in HRM depends not only on 

technological sophistication but also on its alignment with organizational values, employee 

well-being, and ethical standards. 
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4.2. Theoretical Contributions 

This study enriches the literature in several important ways. First, it addresses the 

fragmentation in existing research by integrating two largely separate streams namely AI in 

HRM and Sustainable HRM into a unified conceptual framework. While prior research has 

investigated these domains independently, this research demonstrates how their integration 

can create synergistic effects on employee outcomes. Second, the study extends the notion of 

employee performance by conceptualizing it as a multidimensional construct. Unlike 

traditional approaches that focus primarily on productivity, this framework incorporates 

broader outcomes such as engagement, well-being, innovation, retention, and pro-

environmental behaviour. This aligns employee performance with sustainability oriented 

organizational objectives and provides deeper insights into employee performance outcomes. 

Third, the model introduces the function of ethical governance and transformational 

leadership related conditions as critical boundary factors. By incorporating ethical AI 

governance and transformational leadership, the framework highlights that the effectiveness of 

AI enabled HRM is contingent upon responsible implementation and supportive 

organizational environments. This adds a nuanced understanding of how contextual factors 

shape the outcomes of technological adoption in HRM. 

 

4.3. Practical Implications 

The suggested paradigm provides a number of useful insights for organizations looking to 

sustainably use AI into HRM. First, organizations should view AI not merely as a tool for 

efficiency but as a strategic enabler of sustainable HR practices. This requires aligning AI 

applications with broader sustainability goals, including environmental responsibility, 

employee well-being, and inclusive practices. Second, organizations must invest in the 

development of Sustainable HRM practices that leverage AI capabilities. For example, AI can 
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be leveraged to support green recruitment through virtual hiring processes, design 

personalized learning pathways for sustainable skill development, and implement data driven 

performance management systems that promote well-being and engagement. Third, the 

necessity of ethical AI governance cannot be overstated. Organizations should establish 

transparent and accountable systems for AI use in HRM, including regular audits, bias 

mitigation mechanisms, and clear data privacy policies. These practices are essential for 

building employee trust and ensuring the responsible use of AI technologies. Finally, 

leadership serves a vital function in the successful implementation of AI enabled Sustainable 

HRM. Transformational leaders can foster a culture that supports innovation, sustainability, 

and employee engagement, thereby strengthening the effectiveness of HR practices and 

enhancing employee outcomes. 

 

4.4. Ethical Considerations and Challenges 

Despite its potential benefits, the effective incorporation of AI in HRM presents significant 

ethical and organizational challenges. Algorithmic bias and lack of transparency can 

undermine fairness in recruitment and performance evaluation processes, while concerns 

related to data privacy may affect employee trust and acceptance. Additionally, excessive 

reliance on AI may reduce human interaction and weaken relational aspects of HRM. The 

framework suggests that these challenges can be assuaged through strong ethical governance 

and leadership support. By embedding ethical principles into AI systems and ensuring human 

oversight in critical decision making processes, organizations can balance technological 

efficiency with fairness and accountability. 
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4.5. Future Research Directions 

Future research should focus on empirically testing the proposed framework across different 

organizational and cultural contexts. Quantitative studies using panel data or structural 

equation modelling can examine the mediating and moderating relationships proposed in this 

model. Longitudinal research designs may further help capture the dynamic effects of AI 

enabled HRM on employee outcomes over time. Additionally, future studies can explore the 

role of emerging AI technologies, such as generative AI, in shaping Sustainable HRM 

practices. Comparative research across industries and regions can also provide insights into 

how contextual factors influence the effectiveness of AI integration in HRM. 

 

5. Conclusion 

This study develops a conceptual framework that integrates artificial intelligence (AI) with 

Sustainable Human Resource Management to explain their combined influence on 

multidimensional employee performance. The model frames AI as a strategic facilitator that 

enhances the development and execution of sustainable HR practices, as a result driving 

diverse employee outcomes, including productivity, engagement, innovation, well-being, 

retention, and pro-environmental behaviour. The framework enriches the literature by 

bridging the gap between AI enabled HRM and Sustainable HRM research, offering a unified 

perspective on how technological and human centric approaches can be aligned to achieve 

sustainable organizational outcomes. By conceptualizing employee performance as a 

multidimensional construct, the study extends traditional performance models and aligns them 

with broader sustainability objectives. Furthermore, the inclusion of leadership related 

requirements and ethical AI governance underscores the significance of implementing AI in 

HRM in a responsible and context sensitive manner. From a practitioner’s perspective, the 

study emphasizes that automation and efficiency are not the only ways AI may benefit HRM, 
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but in its ability to support sustainable and inclusive HR practices. Organizations that align AI 

adoption with ethical principles and leadership support are more likely to achieve balanced 

and long-term employee and organizational outcomes. Overall, this research has revealed the 

significance of incorporating artificial intelligence into sustainable HRM strategies in order to 

achieve better organizational performance while addressing sustainability challenges. Future 

studies should investigate the evolving nature of artificial intelligence's pivotal role in 

formulating sustainable labour practices, as well as test the proposed relationships. 
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