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Abstract 

Today, Artificial Intelligence (AI) is set to be the most powerful technology factor behind the digital 

transformation of industries around the world. Artificial Intelligence has changed the traditional aspect of working 

in Human Resource Management (HRM) by giving automation, prediction-based analyses, smart decision-

making, and a better experience for employees. In fact, companies are now increasingly utilizing AI across 

recruitment, employee engagement, workforce planning, performance management and retention measures and 

learning & development. AI has been adopted quickly in the smartphone manufacturing industry; not just in 

product innovation, but also in internal human resource operations. Currently, giant organizations like Samsung, 

Xiaomi, Apple and Vivo incorporated AI-powered Technologies to improve productivity by ensuring HR 

efficiency whilst reducing administrative workload which further supports strategic business decisions. The 

purpose of this research is to compare the implementation and result of AI-based HR practices in these four 

multinational corporations. This study, through a descriptive and comparative research design based on secondary 

data takes stock of AI practices among key HR functions such as recruitment, employee development /training, 

workforce analytics, performance evaluation and engagement. The results show that despite all four organizations 

actively leverage AI in their HRM, they do so differently depend on strategic focus, technological maturity and 

corporate culture. Samsung and Apple have made workforce analytics a priority along with employee 

development, Xiaomi is emphasizing digital learning and HR automation for its employees in addition to excelling 

at hiring processes for better recruitment return on investment (RoI), while Vivo places a greater focus on 

recruitment efficiency as well as employee engagement. However, organizations are still facing challenges 

associated with algorithmic bias, privacy of employees data, Code of ethics and change management among others 

in spite of the myriad benefits. Thus, it  concluding that artificial intelligence is now a strategic asset for HRM 

and outlining responsible AI governance, regular employee upskilling, decision-making aligned with ethical 

guidelines for the organization to grow sustainably. 
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Introduction 

Background of the Study 

AI now has become one of the flagship technologies of its age, twenty-first-century. Businesses in countless 

industries are now incorporating artificial intelligence if the operational process of the company is improved, 

efficient, productive and better decision-making. While Human Resource Management, once thought of as a 

people function has long been on the influence of AI, one may also describe it that way. 

Previously, HR departments were heavily dependent on manual processes for recruitment, maintaining employee 

records, training and payroll administration. These tasks took a lot of time and were subject to human error. These 

functions have been streamlined through the use of automation, which allows HR professionals to devote more 

time to strategic initiatives such as talent management and leadership development focused on enhancing 

organizational culture. 
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Artificial Intelligence for managing HR 

Artificial Intelligence is the computer system that perform tasks which traditionally we needed human intelligence 

to accomplish, such as, learning, reasoning & problem solving, language understanding & decision making. 

Artificial Intelligence (AI) is the combination of various technologies like Machine Learning (ML), Natural 

Language Processing (NLP), Robotic Process Automation (RPA), Computer Vision, and Predictive Analytics to 

make HRM smarter. 

AI can help organizations sift through massive amounts of employee data to identify HR trends, recognize high 

performers, and automate administrative tasks while personalizing the employee experience. 

Emerging Significance of AI for Global Bodies 

With the growth of international organizations, complexity in managing a diversified workforce is increasing. 

Need for further integration of advanced technologies to deal with recruitment, employee engagement, learning, 

compliance and workforce planning. 

Famous companies such asSamsung, Xiaomi, Apple and Vivo have a heavy investment in AI technologies to any 

extent. AI-driven recruitment systems assist in accurately identifying suitable candidates and believe intelligent 

learning platforms suggest personalized training programs to employees based on their skills and aspirations. 

Moreover, thanks to artificial intelligence-based workforce analytics, you get a better perspective on employee 

turnover/absenteeism/productivity & engagement transforms HR managers the right way for strategic decision 

making. 

Need for the Study 

Despite the rapid adoption of AI in HRM, which is an emerging field, organizations vary dramatically in how 

they implement it. Few organizations are concentrated only on recruitment automation, while others concentrate 

on workforce analytics, employee learning or performance management. 

This paper compares Samsung, Xiaomi, Apple and Vivo in order to find best practices, similarities and differences 

on AI working flow across multinational smartphone manufacturing companies. This analysis naturally helps us 

not only to know how AI enhances your organization but also the task around ethics, transparency and trust of 

employee with AI. 

Feasibility framework of A.I. in Human Resource Management 

Artificial Intelligence (AI) means technologies that make computers capable of performing tasks which otherwise 

would require intelligence and skill as in human beings such as learning, reasoning, decision-making, speech 

recognition, problem-solving abilities. AI systems improve performance on the basis of learning from past data 

and discovering patterns existing in the review available. 

AI in HRM is more of a decision-support system, complementing rather than replacing human professionals. It 

helps HR managers by predicting the results, giving recommendations and creating workflows automatically. 

Components of AI in HRM 

• Machine Learning (ML) 

With Machine Learning, the more employee data an HR system learns from, the better its predictions become as 

time passes. In fact, its use cases include predicting employee churn, recognizing top candidates, personalizing 

training and learning it caters to needs of your HR database. 

• Natural Language Processing (NLP) 
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Natural Language Processing: Natural language processing helps the AI systems to interpret and manage human 

languages. Types of Use Cases in HR: —HR departments leveraging Natural language process (NLP) to automate 

chatbots, resume screening, interview analysis, employee feedback systems and so on. 

• Robotic Process Automation (RPA) 

RPAs automate repetitive administrative processes — attendance management, payroll processing, leave approval 

systems, document verification & employee record maintenance 

• Predictive Analytics 

Predictive Analytics Predictive Analytics uses historical workforce data to predict future events, such as employee 

attrition, talent acquisition needs, succession management and organizational performance. 

• AI Chatbots 

AI chatbots can instantly answer an employee's queries related to HR policies, leave balances, payroll information, 

training schedules and recruitment status ensuring enhanced employee satisfaction. 

Theoretical Relationship between AI and HRM 

The conceptual framework assumes that AI technologies positively influence HR functions through automation, 

data-driven decision-making, and employee personalization. 

 

This framework demonstrates that successful AI implementation strengthens HR effectiveness while supporting 

strategic business objectives. 

Benefits of AI in HRM 

1) Faster recruitment decisions 

2) Improved workforce planning 

3) Personalized employee learning 

4) Reduced operational costs 
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5) Enhanced employee engagement 

6) Better talent retention 

7) Data-driven decision-making 

8) Increased HR productivity 

Challenges of AI in HRM 

Despite its advantages, AI implementation faces several challenges: 

1. Data privacy concerns 

2. Algorithmic bias 

3. Employee resistance to technological change 

4. High implementation cost 

5. Ethical decision-making issues 

6. Need for continuous employee upskilling 

7. Cybersecurity risks 

Organizations must balance technological innovation with responsible AI governance to maximize benefits while 

minimizing risks. 

Use of Artificial Intelligence in Human Resource Management 

HRM has been revolutionised by Artificial Intelligence which enables automation of several repetitive tasks, 

thereby improving decision making process and employee experience as a whole. From talent acquisition to 

employee retention, AI is used by present-day organizations across the entire employee life cycle. Firms like 

Samsung, Xiaomi, Apple and Vivo embrace AI-driven HR practices that not only improve operational efficiency 

but also provide the impetus for strategic workforce management. 

1. AI for Recruitment and Talent Acquisition 

One area of HR that benefits the most from AI is recruitment. Recruiting in a traditional manner usually takes 

significant time and efforts as you need to sift through piles of applications, interview candidates, and find fits. 

The process is simplified since AI is automating the resume screening, matching candidate profiles with job 

descriptions, and ranking applicants against defined criteria. 

Artificial Intelligence based Applicant Tracking Systems (ATS) to screen applicants employ machine learning 

algorithms that evaluate a candidate's qualifications, work history, technical expertise and educational background. 

This helps in reducing the time taken for recruitment and curtails human bias in the primary screening step. 

Applications include: 

✓ Automated resume screening 

✓ Candidate-job matching 

✓ Video interview analysis 

✓ Skill assessment 

✓ Recruitment chatbots 

✓ Interview scheduling 
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✓ Company Comparison 

➢ Samsung uses AI-based recruitment analytics to identify candidates with strong technical competencies and 

leadership potential. 

➢ Xiaomi employs digital recruitment platforms integrated with HR systems to hire technical and customer 

service professionals efficiently. 

➢ Apple combines AI with structured human evaluation to maintain fairness and ensure cultural fit. 

➢ Vivo focuses on AI-assisted candidate sourcing and interview scheduling to reduce recruitment cycle time. 

2. AI in Employee Onboarding 

The onboarding of employees is a crucial feature to assist fresh recruits in acclimatising into the organisational 

culture and job role. AI is reshaping the onboarding process, streamlining it with personalized learning paths, 

automated documentation and virtual assistants along with self-service HR portals. AI chatbots address common 

employee queries relating to company policies, payroll, leave management, insurance and training schedules 

Benefits: 

❖ Faster onboarding process 

❖ Reduced administrative workload 

❖ Personalized induction programs 

❖ Improved employee satisfaction 

❖ Consistent onboarding experience 

3. AI in Learning and Development 

Continuous learning has become a strategic priority for organizations operating in rapidly changing technological 

environments. AI enables personalized learning experiences by identifying individual skill gaps and 

recommending suitable training modules. 

AI systems monitor employee progress and suggest certifications based on performance and career aspirations. 

AI Applications 

✓ Personalized training recommendations 

✓ Adaptive learning platforms 

✓ AI-based assessments 

✓ Skill gap analysis 

✓ Learning analytics 

✓ Virtual mentors 

✓ Company Comparison 

➢ Samsung invests significantly in AI-supported leadership development and technical training. 

➢ Xiaomi utilizes digital Learning Management Systems (LMS) integrated with AI recommendations for 

engineers and after-sales employees. 
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➢ Apple encourages continuous professional development using personalized learning resources and 

leadership programs. 

➢ Vivo focuses on technical skill development through digital learning platforms and online certification 

programs. 

4. AI in Performance Management 

Traditional performance evaluations often rely on annual reviews, which may not accurately reflect employee 

performance. AI enables continuous performance monitoring through real-time data collection and predictive 

analytics. 

AI evaluates productivity using measurable performance indicators while providing managers with data-driven 

recommendations. 

AI Functions: 

✓ Continuous performance tracking 

✓ KPI monitoring 

✓ Goal management 

✓ Predictive performance analysis 

✓ Promotion recommendations 

✓ Leadership identification 

Benefits: 

✓ Fair evaluations 

✓ Reduced subjectivity 

✓ Improved productivity 

✓ Better succession planning 

5. AI in Employee Engagement 

Employee engagement directly influences organizational productivity and employee retention. AI helps 

organizations monitor employee satisfaction through sentiment analysis and real-time feedback systems. 

Natural Language Processing (NLP) analyzes employee surveys, emails, and feedback to identify workplace 

concerns. 

Applications: 

✓ Employee sentiment analysis 

✓ AI chatbots 

✓ Pulse surveys 

✓ Feedback analysis 

✓ Employee wellness monitoring 

Organizations can quickly identify disengaged employees and implement corrective actions before turnover 

occurs. 
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6. AI in Workforce Planning 

Workforce planning involves forecasting future manpower requirements based on business objectives. AI 

analyzes historical workforce data, retirement patterns, recruitment trends, and business expansion plans to predict 

future staffing needs. 

AI Capabilities: 

✓ Demand forecasting 

✓ Supply forecasting 

✓ Workforce optimization 

✓ Resource allocation 

✓ Succession planning 

Predictive workforce planning helps organizations reduce hiring costs while ensuring the availability of skilled 

employees. 

7. AI in Compensation and Benefits Management 

AI assists HR professionals in designing competitive salary structures based on market trends, employee 

performance, industry standards, and organizational policies. 

AI systems also identify compensation inequalities and recommend equitable salary adjustments. 

Benefits: 

✓ Fair compensation 

✓ Payroll automation 

✓ Benefits optimization 

✓ Reduced payroll errors 

✓ Compliance with labor regulations 

8. AI in Employee Retention 

Employee turnover is a significant concern for organizations. AI predicts employees who may resign by analyzing 

attendance records, engagement levels, promotion history, compensation, workload, and performance data. 

Organizations can intervene proactively by offering career development opportunities, mentoring, or revised 

compensation packages. 

Benefits: 

✓ Lower turnover 

✓ Improved retention 

✓ Reduced hiring costs 

✓ Better employee satisfaction 

9. AI in HR Analytics 

HR Analytics converts workforce data into meaningful insights that support strategic HR decisions. 
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AI analyzes data related to: 

✓ Recruitment effectiveness 

✓ Employee productivity 

✓ Absenteeism 

✓ Training effectiveness 

✓ Diversity and inclusion 

✓ Employee engagement 

✓ Performance trends 

HR managers use these insights for evidence-based decision-making. 

10. AI in HR Administration 

Routine HR activities consume significant administrative time. AI automates repetitive tasks, enabling HR 

professionals to focus on strategic initiatives. 

✓ Automated Activities 

✓ Attendance management 

✓ Payroll processing 

✓ Leave management 

✓ Employee records 

✓ Document verification 

✓ Compliance reporting 

Automation improves operational efficiency while reducing administrative costs. 

Purpose of the Study 

This paper aims to examine the impact of Artificial Intelligence as a HRM practice in Smartphone manufacturing 

companies. In the study, we pick out four strategies of Samsung, Xiaomi, Apple and Vivo to see how AI promotes 

corporate efficiency and employee development. 

Specific Objectives 

• Identifying the concept and role of Artificial Intelligence in Human Resource Management. 

• To recognize significant uses of AI for hiring, learning, performance management, employee 

engagement, and workforce planning. 

• To evaluate the approaches undertaken by Samsung, Xiaomi, Apple, and Vivo regarding AI adoption. 

• To study the advantages and disadvantages of AI-based HR functions. 

• To recommend effective implementation of Artificial Intelligence in HRM 

Problem Discussed 

Artificial Intelligence has become a significant component of Human Resource Management; however, 

organizations continue to experience several implementation challenges. 
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1. Data Privacy 

AI systems collect extensive employee information, raising concerns regarding confidentiality, consent, and 

misuse of personal data. 

2. Algorithmic Bias 

AI systems may unintentionally discriminate against candidates if historical training data contain existing biases. 

3. Employee Resistance 

Employees may fear that automation could replace human jobs, creating resistance toward AI implementation. 

4. High Implementation Cost 

Developing AI infrastructure requires significant investment in technology, software, cybersecurity, and 

employee training. 

5. Lack of AI Skills 

Organizations often face shortages of HR professionals capable of managing AI-based systems effectively. 

6. Ethical Concerns 

Organizations must ensure transparency, accountability, fairness, and explainability when AI influences 

recruitment, promotions, or performance evaluations. 

These challenges highlight the need for responsible AI governance and human oversight. 

Methodology 

Research Design 

This study utilizes a comparative research design to investigate the effect of Artificial Intelligence (AI) on Human 

Resource Management (HRM) practices in Samsung, Xiaomi, Apple and Vivo. The descriptive approach is to 

explain how different functions of HR use AI and the comparative approach identifies similarities and 

dissimilarities with respect to AI usages in the selected companies respectively. 

Nature of the Study 

This is a qualitative research and secondary data based. Introductory: This research is not primarily about 

measuring employee perceptions by means of primary surveys, but rather on understanding AI implementation in 

HRM. 

Sources of Data 

The study is based entirely on secondary data collected from reliable and authentic sources, including: 

➢ Company annual reports 

➢ Sustainability and ESG reports 

➢ Official company websites 

➢ Published research articles 

➢ Scopus and Web of Science journals 

➢ Industry reports by Deloitte, PwC, McKinsey, Gartner, and SHRM 

➢ Books and conference proceedings 
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➢ Government and international organization reports 

➢ Sampling Technique 

A purposive sampling technique was used to select four globally recognized smartphone manufacturing 

companies: 

✓ Samsung 

✓ Xiaomi 

✓ Apple 

✓ Vivo 

These companies were selected because they are leaders in the consumer electronics industry and actively invest 

in digital transformation and AI technologies. 

Data Collection Method 

Information was collected by reviewing published literature, company reports, research papers, and publicly 

available documents related to AI adoption in HRM. Relevant information was categorized according to major 

HR functions such as recruitment, training, performance management, employee engagement, and workforce 

analytics. 

Data Analysis Technique 

The collected data were analyzed using a comparative qualitative analysis. Similarities and differences among the 

four organizations were examined based on: 

➢ Recruitment practices 

➢ Employee onboarding 

➢ Learning and development 

➢ Performance management 

➢ Workforce planning 

➢ Employee engagement 

➢ HR automation 

➢ Ethical AI practices 

The analysis helped identify best practices and common challenges in implementing AI in Human Resource 

Management. 

Scope of the Study 

The study focuses exclusively on AI applications within Human Resource Management in four multinational 

smartphone companies. It examines the strategic use of AI in HR functions but does not evaluate AI applications 

in manufacturing, supply chain, marketing, or product development. 

Limitations of the Study 

The study has the following limitations: 

➢ It is based solely on secondary data. 



Minnesota Journal of Business Law and Entrepreneurship 

Volume 2026, No. 3 

ISSN: 1540-3270 

460 
https://kommerstad.org 

➢ Some company-specific HR practices are confidential and not publicly available. 

➢ AI technologies continue to evolve rapidly, which may result in future changes in organizational practices. 

➢ The findings are limited to four companies and may not represent the practices of the entire technology 

industry. 

Findings and Comparative Discussion 

The comparative analysis indicates that Artificial Intelligence has become a strategic component of Human 

Resource Management in all four organizations. However, the extent and focus of AI implementation vary 

depending on organizational priorities and digital maturity. 

Comparative Analysis of AI in HRM 

HR Function Samsung Xiaomi Apple Vivo 

Recruitment 

AI-based candidate 

screening and 

analytics 

Digital recruitment and 

automated resume 

screening 

AI-assisted 

recruitment with 

strong human 

oversight 

AI-powered 

recruitment and 

interview scheduling 

Employee 

Onboarding 

Digital onboarding 

and virtual learning 

AI-enabled onboarding 

through LMS 

Personalized 

onboarding with AI 

support 

Online onboarding 

modules 

Learning & 

Development 

AI-driven personalized 

learning 

AI-integrated LMS and 

technical certification 

Personalized 

leadership and 

professional 

development 

Digital technical 

training 

Performance 

Management 

Workforce analytics 

and predictive 

performance 

evaluation 

KPI-based AI 

performance 

monitoring 

Continuous 

performance 

feedback supported 

by AI 

Automated 

performance tracking 

Employee 

Engagement 

Employee analytics 

and feedback systems 

AI chatbots and digital 

communication 

Employee wellness 

and engagement 

analytics 

AI-assisted employee 

communication 

Workforce 

Planning 

Predictive workforce 

analytics 

HR planning supported 

by AI dashboards 

Strategic talent 

planning 

Workforce 

optimization 

HR Automation 
High level of HR 

process automation 

Extensive automation 

in HR administration 

Balanced automation 

with human 

intervention 

Moderate HR 

automation 

Company-wise Discussion 

Samsung 

Samsung has incorporated artificial intelligence prominently in its HR strategy through the use of workforce 

analytics, predictive recruitment, and AI-enabled learning platforms. AI identifies future leaders and the company 

focuses on nonstop employee development with customized training programs. HR analytics are statistical 

methods that help managers in workforce planning and performance evaluation. 

Xiaomi 

Xiaomi emphasizes digitalization and operational efficiency. Recruitment, learning management, technical 

certifications, everything is powered by AI. Learning management systems that are driven by artificial intelligence 
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enable workers to develop technical skills faster than they would be able to. HR automation helps in decreasing 

administrative work and maintains service quality. 

Apple 

Similar to Apple, AI at Google is used to enhance the results and not override those who make the decisions. The 

platform focuses on employee data privacy, ethical use of AI, building leaders and provides individual learning 

plans. While Shifting HR decisions, AI helps with recruitment and workforce analytics ensuring transparency and 

fairness. 

Vivo 

Applications of AI by Vivo Vivo uses AI for automation in recruitment and employee engagement as well as HR 

administration. Learn all about hiring efficiencies, and workforce management to improve communication using 

AI tools. While AI adoption is mounting, vivo is still behind the curve in its digital HR capabilities compared to 

traditional organizations like Samsung and Apple. 

Major Findings 

➢ The comparative analysis revealed the following: 

➢ AI significantly reduces recruitment time and improves candidate selection. 

➢ Personalized AI-based learning enhances employee skills and career development. 

➢ Workforce analytics improve HR planning and organizational decision-making. 

➢ AI automation reduces repetitive administrative work and increases HR productivity. 

➢ Ethical concerns, data privacy, and algorithmic bias remain major implementation challenges. 

➢ Human judgment continues to play a critical role alongside AI in strategic HR decisions. 

➢ Organizations with stronger digital infrastructure demonstrate more effective AI implementation. 

Recommendations 

Based on the findings, the following recommendations are proposed: 

1. Develop Responsible AI Policies 

Organizations should establish clear policies governing AI use in recruitment, performance evaluation, and 

employee monitoring to ensure transparency and fairness. 

2. Maintain Human Oversight 

AI should support HR professionals rather than replace them. Final decisions related to hiring, promotion, and 

termination should always involve human judgment. 

3. Invest in Employee Upskilling 

Continuous training should be provided to HR professionals and employees to improve digital competencies and 

AI literacy. 

4. Strengthen Data Privacy 

Companies should implement robust cybersecurity measures and comply with national and international data 

protection regulations. 

 



Minnesota Journal of Business Law and Entrepreneurship 

Volume 2026, No. 3 

ISSN: 1540-3270 

462 
https://kommerstad.org 

5. Regularly Audit AI Systems 

Organizations should periodically evaluate AI algorithms to identify bias, inaccuracies, and unintended 

discrimination. 

6. Improve Employee Acceptance 

Employees should be informed about how AI supports their work. Transparent communication reduces fear and 

increases trust in AI systems. 

7. Expand Predictive HR Analytics 

Organizations should utilize predictive analytics for succession planning, workforce forecasting, retention 

strategies, and employee well-being. 

8. Encourage Ethical AI Governance 

Ethical committees should oversee AI implementation to ensure accountability, fairness, explainability, and 

compliance with legal standards. 

Conclusion 

Artificial Intelligence has revolutionized HRM by automation and intelligence, decision-making, predictive 

analytics, and employee experience. The comparative study of Samsung, Xiaomi, Apple as one of the top 5 

companies by sales revenue in the world and Vivo using AI is no longer limited to acting just operational 

efficiency but has become a strategy for growth and competitive advantage. 

Every organization has adopted AI as par its own business priorities. Samsung-Active workforce analytics, 

leadership development Xiaomi-Digital HR transformation and learning management Apple-AI integrated with 

ethical governance and employee centered practices Vivo-Recruitment Automation Workforce efficiency Despite 

these differences, all four organizations recognized AI as an essential facilitator for proper Human Resource 

Management. 

It finds that blurring the boundaries between a technology-driven approach and human capital-driven proposition 

is vital for successful AI implementation. Organizations need to tackle ethical challenges, safeguard employee 

privacy, mitigate algorithmic bias and commit to continual skilling of the workforce. With the rapid development 

of AI technologies, organizations that harness the power of responsible AI in HRM stand to benefit from attracting 

talent, employee engagement and ultimately organizational continued success. 

The Human Resource Management of the future is not about Artificial Intelligence replacing human intelligence 

but building a collaborative workplace where both work hand-in-hand to create a productive, innovative and 

sustainable workplace. 
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