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Abstract

Background & Statement of the problem: digitalization and its advantages and consequences not only have changed
our view toward society but also finds new risks that must be taken into account. where Human resource management
examines this new paradigm, shedding light on the importance of exploring the links between digital developments such
as (artificial intelligence and others), in order to try to mitigate social and psychological.

Objectives: This paper will discuss the contribution of Al in the workplace as well as its benefits or risks to employee
health, in addition to understanding the role of HR in helping and understanding how the risks of digitalization are ad-
dressed in organizations. The paper aims to explain how HR management can contribute by doing so to organizations’
compliance with sustainability and specifically contributing to the Sustainable Development Goals. This study focuses
on two goals directly: the goal related to health and well-being, and the goal related to promoting decent working con-
ditions by companies.

Methods: Reliance on previous studies.

Results: This article provides a theoretical contribution to explore this gap, in an attempt to figure the new role that
human resource management plays in digitization and its link to sustainable development goals.

Conclusions (Recommendations and contributions): Conclusions and future research lines will be presented and

discussed in this paper.
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Introduction

The relevance of Sustainable Development Goals
(SDGs) in organizations has grown in the last decades
by professionals and academics (Ehnert, 2009, Kra-
mar, 2014; Weiland et al., 2021).

Human Resource Management must consider
these challenges in the present and future to ensure
a good employee quality of life at work. Nowadays,
technology has its fingerprint on SDGs, so it is nec-
essary to examine the role of digital change and Arti-
ficial intelligence (Al) in people’s lives and develop-
ment (Dafoe, 2018; Denkenberger,2020; Evans, and
Turchin, 2020; Grace, 2018; Zhang, 2018).

Moreover, the digital era can present benefits and
disadvantages to organizations to be examined. HRM
must work in this line to avoid the risks that digitali-
zation presents, the integration of digitalization into
an organization’s health and safety upon the psycho-
social risks as Moore (2018) confirms. According to
Moree et al.(2018), ‘stress, discrimination, height-
ened precariousness, musculoskeletal disorders, and
the possibilities of work intensification, job losses
and physical violence in digitalized workplaces’. On
the other hand, the new organization’s tool and the
new designs in management supports the organiza-
tions product (Moore, 2018).

The connection between Artificial Intelligence (Al)
and HRM has been examined, as well as the role of
managers and employee training (Vrontis et al. 2022).
As a rapid technology revolution in the organization
department the role of Al in organizations HRM is
important (Pan et al. 2022), and the tools of Al play a

significant role in organizations management.

Moreover, Collins et al.( 2017) confirm the contri-
bution of Al in HRM explained in ‘people analytics’,
which refers to “the use of big data and digital tools
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to “measure, report and understand employee perfor-
mance, aspects of workforce planning, talent manage-
ment, and operational management”, the technology
tools help the organizations to the accurate time ana-

lytic and future prediction.

The following Figure 1 explains the contribution
of HRM in the organization, HR policies and practice,
HR function (recruitment, selection, performance, ap-
praisal, remuneration, training, and development pro-
cesses), and HR strategy, considering the SDGs as a
part of their strategy (Barnes, 1996).

Furthermore, digitalization ability to empower the
HR strategy and improve the employees to demon-

strate SDGs in social, economic, and environment.

The organization’s management has the process of
improving the employee’s skills, continuous training,
and better education for the employees, the supervi-
sion of employee’s performance helps the managers
to adapt to the changes in (economic, social, and en-

vironmental) Daily and Huang (2001).

The United Nations (United Nations Department
of Public Information, 2017) confirms the integration
between organizations HRM strategy and in some
SDGs: SDG-3 (Good Health and Well-being), SDG-
5 (Gender Equality), SDG-8 (Decent Work and Eco-
nomic Growth), SDG-10 (Reduced Inequality), SDG-
12 (Responsible consumption and production), and
SDG-17 (Implementation and revitalization of the

global partnership for the achievement of the SDGs).

In this sense, this paper’s objectives Are, 1) HRM
focus on the objectives related to SDG-3 (Good
Health and Well-being), SDG-8 (Decent Work and
Economic Growth), 2) Artificial Intelligence to have
organization Sustainable Development,3) trying to

ensure healthy lives and promoting well-being for all
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at all ages in the organization (Figure 1).

Exploration of the benefits of digitalization to
avoid the risks in work, and understanding the role of

HRM in organizations’ sustainability.

Figure (1): Relation among the variables of the model

Source: own elaboration.

* HR function

* HR strategy

* HR policies and
practices

Digitalization

» Artificial Inteligence Sustainable

Development Goals
(SDGs)

Theoretical framework

Organizations recognize the importance of sustain-
ability because of the United Nations’ Sustainable
Development Goals (SD) and the European Union’s
Agenda 2030. SDG-3 refers to “good health and
well-being at all stages of life” in this way. As a re-
sult of the organization’s concern for the health of its
workers as well as for society and the workplace, its
workers’ abilities and behaviors will improve (World

Economic Forum, United Nations Global Compact).

The need for Sustainable Development grow-
ing because of globalization, and new and changing
world demands and needs, in this sense the HRM role
becomes important to avoid the risks in the organiza-

tion’s path.

(Ehnert, 2009), confirms the role of the HR func-
tion in Sustainable Development, the HR function’s
role to connect the internal, external, and stakeholders
to sustainable development, the HR (function, poli-
cies, and practice) role is being able to integrate orga-

nization strategy to organization sustainability despite
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the economic, social and environment changes.

Moreover, “decent work and economic growth”
is mentioned in SDG-8. Making employee happiness
and well-being a reality is HRM’s responsibility re-
garding the psychological component of employee
care, it depends on decent work conditions and ignor-
ing the psychosocial job risks. moreover, both HRM
and SDG need long-term planning able to improve

the employee’s quality of life and well-being.

HRM policies and practices with the digitalization
of new methods like Al strive to improve the employ-
ees and enrich the work environment. The organiza-
tion changed from the traditional format (economic)
to a new innovative one (commentary role social and

environment) (Scherer et al. 2013).

The current theoretical framework attempts to ex-
plain the role that HRM plays in digitalization and the
increased psychological hazards that this department

will have to deal with as a result of these changes.

HRM, Al, and Sustainable Development

The research paper considers the explanation of
the Definitions in three parts the first is HRM, the
second is Al and the third is Sustainable Develop-
ment, the definition explains the integration between
Human resources and Artificial Intelligence and their

influence on Sustainable Development Goals.

The explanation of the HRM role in organization
Sustainability is reviewed in different research defini-
tions, as well as some aspects of its definitions help to
understand the contribution to SDGs.

(Jackson et al., 2011) confirmed that the HRM
definition is The way employees perceive and act to-
wards environmental issues at work, the human re-

source management methods and policies that sup-
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port sustainability, and the variations or resemblances
in environmentally friendly HRM practices that are

implemented across various countries.

Upon this definition the contribution of HRM in
achieving sustainability has many aspects: 1) the or-
ganization’s HRM practices and policies. 2) HRM’s
job in the organization is to accomplish both short-
and long-term organizational goals through the re-
cruitment, selection, performance, appraisal, remu-

neration, training, and development processes.

In this sense, (Mathis and Jackson, 2000) con-
firmed HRM process in the organization preserves
the effectiveness and efficiency of the organization’s
goals, the HRM functions (training, developing, re-
cruiting, and compensation) confirmed, that employ-
ee skills and HRM function archives organizational

goals.

HR is necessary to achieve the organization’s
sustainable development goal (the competing mar-
ket and motivation organization) (Katarzyna Pi-
wowar-Sulej, 2020, p. 671), According to Schoenherr
(2012), Ehnert et al. (2016), and Faisal (2023), an or-
ganization’s sustainable path is largely influenced by

its HR function, policies, and practices.

Also, (Jabbour and Santos,2008) promote that
HRM is viewed as a key driver for promoting sustain-
ability in organizations, and requires a sustained ef-
fort and planning to achieve economic benefits. The
focus of HRM has shifted towards promoting sustain-
able outcomes, and this approach is gaining traction.
To maximize the effectiveness of HRM practices, it is

important to consider the needs and expectations of
all stakeholders involved.

Furthermore, HR’s role is to create a comfortable

area, considering the employee’s ability and work re-
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quirements (Faisal, 2020; Naushad, 2020).

Additionally, The HRM definitions also explain
the HRM’s ability to demonstrate the changes and the
challenges, organizations change is considered a crit-
ical strategy for economic changes, social pressure,
and environmental changes for long-term goals and
sustainable organization (Ehnert,2009, Kramar 2014).

Globalization, new markets, and populations in-
crease its influence in organizations, and the need to
empower human capital and enhance the work envi-

ronment become very important (Faisal, 2023).

In this sense, the HR department’s role is critical
to enhancing organizational capacity for sustainable
development. Businesses that can provide a happy,
encouraging, and stimulating work environment for

their employees will be able to outlast rivals.

Furthermore, the integration between HR depart-
ments and the Digitalization Era such as Al in orga-
nizations for sustainable and long-term goals receives

increasing interest among researchers (Bolton 2018).

In this way, (Pan et al., 2022) defined Al as the em-
ployee’s abilities in their organization and the atten-
tion in the relations between technology and growing
HRM.

Artificial Intelligence has many definitions, (Min-
sky, 1968) confirms Al as the ability to follow the
machine’s evolutions and to complete the employee’s
function, improving those functions with human in-

telligence.

In (1998) Nilsson explains that Al is considered a
unit of computer science that is based on education
and working smartly, the AI’s influence is to keep

learning and improve the performance of the employ-
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ees and organization.

The interest in Al has grown recently, (2019) Cap-
pelli et al. defined Al as a “Broad class of technol-
ogies that enable a computer to perform tasks that
normally require human cognition, including deci-

sion-making”.

(Stanley and Aggarwal, 2019) also defined Al as a
computer systems evolution that improves the tasks
of human intelligence. The most important goal of Al
is to make machines very intelligent. moreover, (Pae-
sano0,2021) also has Al definition as a structure that
displays the behavior of intelligence taking into ac-
count the performance and the environmental works,

focusing on the goals that need to be achieved.

According to these definitions, the researchers
explore that the organization’s strategy and human
capital are crucial to its capacity for sustainable de-
velopment. For this reason, the integration of HR and
Al aims to: 1) strengthen the organization and give
employees the tools they need to achieve long-term
goals; 2) increase organizational effectiveness and
efficiency; 3) assist the HR department in gathering
data and producing logical conclusions; and 4) assist
the HR department in navigating social, economic,
and environmental changes and challenges, see Fig-

ure 2.

The integration of Al in the HR function is outlined
as follows: (1) talent search and recruiting; (2) train-
ing and development; (3) performance analysis; (4)
career development; (5) pay; and (6) staff turnover,
according to Abduldayem et al. 2020; Nawaz 2020;
Qamar et al. 2021; Yahia et al. 2021. Furthermore, the
benefits of Al in HR are outlined in three dimensions
(employees, economy, and society) by Vrontis et al.
(2022).
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Using Al improves the process of selecting can-
didates for open positions, aiding HR managers in
finding the right candidate for the HR function of re-
cruitment and selection, and enabling employees to
advance their skill sets by selecting the most appro-

priate training.

An Example of Al tools in the recruitment process:
Video interviewing software that evaluates candidates
based on facial expressions and speech patterns; Addi-
tionally, testing software based on an applicant’s per-
sonality to deliver job fit marks, ability, and cognitive
skills or perceived cultural fit. There are also Resume
scanners that rank applications by certain keywords
and Virtual assistants that ask applicants about their
experiences and reject those who do not match the
requirements that were defined before (Nahar, 2024).

According to Nankervis et al., (2021), artificial
intelligence (AI) has enhanced departmental and
employee interactions while also increasing organi-
zational efficiency and effectiveness and lowering
expenses. Globalization and the divide in society are
forcing society to adapt quickly to new technologies,
and artificial intelligence (AI) enables enterprises to

keep up with these developments (Michailidis 2018).

To confirm that all people revel in peace, health,
and wealth by 2030; Artificial Intelligence (Al) has
arisen as a controlling tool in evolving the SDGs, a
universal call to action to stop hunger, acquire health,
attain education, achieve equality and end poverty to
look after the planet, and. AI’s competencies, fluctu-
ating from data analysis to predictive modeling, of-
fer unique opportunities to address complex global
challenges outlined in the SDGs. Al can analyze huge
datasets to recognize trends and insights related to all
SDG areas such as hunger, poverty, education, health,
and environmental degradation, supporting targeted

interferences and resource allocation. Al-powered
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tools and systems are contributing, reforming, moni-
toring, planning, and improving significantly to SDG
3 which is considering healthcare. SDG 3 aims to
confirm healthy lives and endorse well-being for all.
By analyzing medical data, Al improves healthcare
accessibility, and enhances affordability as well, by
identifying disease patterns, expect occurrences, and
propose preventive actions. Following these ideas,
this paper aims to discuss the relevance of SDGs
through HRM and the Digital Era (Nahar, 2024).

Academic interest in the SDGs is expanding (Eh-
nert, 2009, 2012; Kramar, 2014), and they are interest-
ed in the changes that are occurring in the economy,
society, and environment. The SDGs aim to empower
individuals and communities while also fostering in-

novation and a high quality of life.

Figure (2): Relation among the variables of the model
Source: Nahar (2024), United Nations, (2022)

Environmental Pillar Social Pillar Economic Pillar
6.Clean Water & | 7, Affoedable & 4 Quity 5 GenderFqualiy | 1 NoPovety 2 Zero Hunger
Sunitaion Clean Energy Education
12. Responsile 10 Reduced 11 Sustainable | 3 GoodHealth& 8 Decent Work &
Consumption & Tnequalities Cities and Wellbeing ~ Economic Growth
Production 13 Climate Action Conmuaties
14, Life Below 13, Life on Land 17, Pastaershups for 9, [ndustry,
Water the Goals [nnovation &
Infrastructure

One thing that HR and SD have in common is that
they both require future strategic planning. Based on
an organization’s human capital both now and in the
future, the digital era may offer both advantages and
disadvantages for the sustainability of the business.
In this sense, the Digital Era such as Al plays a signif-
icant role in contributing to sustainable development
by enhancing the prediction of errors and facilitating
effective planning of Sustainable Development Goals

(SDGs). Many aspects of work environments, com-
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pany operations, and outlives have evolved as a re-
sult of the integration of big data and Al technologies
(Sova et al., 2023). This definition of both HRM and
Al explains the need for organizational Sustainable
Development (SD).

Sustainable Development has been clarified in
WCED — World Commission on Environment and
Development (1987) as “Referring to the action and
development of organizations so that, when meeting
the needs of the present, they do not compromise the

ability of future generations to meet their own needs”.

Elkington (1999) also defined SD as the increasing
interest in the values and ethics to have a better orga-
nizational identity, the better understand the organiza-

tions values the better responding to the work.

Recently, Parkin Hughes (2019) defined Sustain-
able Development as the ability for intergenerational
equity between making decisions and the interests of

future generations.

The most common definition for Sustainable De-
velopment is to make the success recently without
forgetting the future demands (Boudreau and Rams-
tad, 2005).

According to those criteria, an organization’s long-
term goals and sustainable development, as well as
its process of improvement and growth combined
with HRM and the Al revolution, are currently its
most significant functions. Furthermore, happiness
and well-being are recognized by the UN as factors
that contribute to employee satisfaction and loyalty,
which benefits the firm and its workers in the long
run. Furthermore, the organization’s ability to have
a new demand, expanding market, and rapid tech-
nology evolution in the long term needs a proper HR

strategy with considering the function of HR role to
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collaborate the organization’s long-term goals and the

Al integration.

There is a valued insight that reveals the influences
of Al in sustainable development in the society do-
main which reveals the importance of suitable reg-
ulations to enhance the responsible use of Al and its
effect in sustainable development. (Jungwirth &amp;
Haluza 2023).

previous studies exhibited that Al-based inno-
vation motivates economic growth (such as digital
financial services), produces employment oppor-
tunities (SDGS8), and reduces poverty (SDGI1) in
cross-country settings. According to the technology
acting framework of institutional theory, SDG9 (Al-
based innovation) contributes to the success of the
economic pillar of the SDGs (SDG1, SDG2, SDG3,
and SDG8), which emphasizes making sustainable,
comprehensive, and equitable economic growth and

development (Mathiyazhagan et al., 2021).

There is a high Al potential to impact societal be-
havior and emphasize its importance in shaping sus-
tainable HRM (Sova et al., 2023).

Additionally, Goralski M. (2020) mentioned that
Al is quickly finding a new margin in the fields of cor-
porate practices, governmental policy, and business. It
has formed profound disrupting and enabling impacts
on businesses, governments, and society through the
intelligence of machines and robotics with bottom-
less learning capabilities. Which has a significant role
as well in prompting the larger tendencies in global
sustainability. That reveals how Al could establish a
base of an ultimate future, while its revolution con-
verts our world, where humanity co-presents sym-

phonically with machines.
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Considering this background, we propose the fol-
lowing conceptual model aimed at explaining the in-
tegration between Al and Human Resources and The
influence of HRM and the Digital Era such as Al on
the organization in SDGs epically SDGs-3 and SDGs-

8 will be explored in this research.

The top management’s responsibility is to create
a consistent corporate culture and maintain excellent
communication across the organization’s vertical and
horizontal organizational lines, while also demon-
strating the organization’s capacity to demonstrate the
risk of changes in the social, economic, and environ-

mental domains (Janson & Gunderson, 1994).

Conclusions and future research lines
The function of human resource management in an
organization is to share and participate in the organi-
zation’s shift from a traditional organization to one
that is focused on improving and enhancing social

and economic conditions.

However, even if there are risks associated with
adopting Al in HRM to accomplish Sustainable De-
velopment, artificial intelligence plays a significant
role in organizational sustainability in the Digitaliza-

tion Era.

The integration of SDGs 3 and 8 into HRM prac-
tices, as well as the impact of Al on organizational
and employee sustainability, are integral components
of the European Agenda 2030.

However, this topic deserves more in-depth re-
search due to its practical significance for managing
human resources and preventing hazards associated
with workplace digitalization. An examination of how
employees perceive these hazards may provide more
evidence and insight into how employees understand

these risks and the implications for their well-being.
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