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Abstract

Artificial intelligence is rapidly transforming human resource management by enabling
advanced workforce analytics and data-driven decision support (Davenport & Ronanki,
2018; Tambe et al., 2019). Despite these developments, many organizations struggle to
integrate Al insights into leadership decision-making in ways that maintain ethical
accountability and human judgment (Wilson & Daugherty, 2018). This research-in-
progress study examines how Al-enabled decision-support systems influence strategic
HR capability building in large organizations undergoing digital transformation.

The study introduces the concept of Algorithmic Humility, a leadership approach that
integrates data-driven intelligence with ethical reasoning and human-centered
judgment. Algorithmic humility proposes that leaders should neither blindly rely on
algorithmic recommendations nor dismiss analytical insights, but instead develop the
capability to interpret, question, and responsibly apply Al-generated information.

Using an action research methodology within a large logistics organization, the study
investigates how Al-driven talent analytics influence leadership decision processes
related to succession planning, bias reduction, and skills-first workforce architecture
(Marler & Boudreau, 2017). The research involves iterative intervention cycles where
predictive workforce analytics and leadership dashboards are introduced into talent
management processes, followed by observation and reflection on leadership behavior
and organizational outcomes.

Preliminary insights suggest that while Al systems improve transparency and analytical
rigor in HR decision-making, they simultaneously require new leadership competencies
related to data interpretation, ethical oversight, and collaborative human—Al decision
processes (Wilson & Daugherty, 2018). This research aims to bridge the gap between
Al system design and practical human capital strategy implementation by developing a
practitioner-oriented framework for integrating Al into HR leadership practice.
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1. Research Problem and Context

Organizations across industries are increasingly integrating artificial intelligence into
decision-making processes in order to improve operational efficiency and strategic
insight (Davenport & Ronanki, 2018). In the field of human resource management, Al
technologies are being used to analyze workforce data, predict employee performance,
identify high-potential talent, and optimize workforce planning strategies (Tambe et al.,
2019). These technologies promise to enhance the objectivity and analytical rigor of HR
decision-making while enabling organizations to manage talent more strategically
(Marler & Boudreau, 2017).

Despite these technological advances, the implementation of Al-enabled decision-
support systems within HR functions presents several complex challenges. While Al
systems can process large datasets and generate predictive insights, leadership teams
must still interpret these insights within broader organizational and ethical contexts
(Wilson & Daugherty, 2018). Workforce decisions frequently involve nuanced social
dynamics, organizational culture considerations, and long-term developmental
judgments that cannot be fully captured through algorithmic models alone.

As a result, many organizations experience a tension between algorithmic authority and
human judgment when adopting Al in HR. On one hand, Al-generated insights may
appear more objective and data-driven than traditional managerial assessments. On the
other hand, excessive reliance on algorithmic recommendations may reduce critical
reflection and overlook contextual factors that influence employee performance and
development (Tambe et al., 2019).

This research addresses this tension by introducing the concept of Algorithmic Humility,
a leadership mindset that encourages managers to treat Al insights as valuable
analytical inputs rather than definitive decision rules. Algorithmic humility emphasizes
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the importance of combining data-driven intelligence with ethical reasoning, contextual
understanding, and human judgment.

The study is conducted within a large logistics organization undergoing significant digital
transformation. Like many logistics enterprises, the organization operates in a rapidly
evolving environment characterized by technological innovation, complex workforce
dynamics, and increasing pressure to align workforce capabilities with national
economic transformation priorities. In such contexts, organizations must strengthen their
strategic HR capabilities in order to ensure that workforce development supports long-
term organizational competitiveness (Marler & Boudreau, 2017).

Within this transformation journey, the organization has begun introducing Al-driven
workforce analytics tools designed to enhance talent visibility and support leadership
decision-making. These tools include predictive talent analytics models, capability
mapping systems, and leadership dashboards that provide insights into workforce
capabilities and succession readiness (Tambe et al., 2019).

The introduction of these systems creates an opportunity to examine how Al-enabled
decision support influences leadership behavior, HR capability development, and talent
management outcomes in real organizational settings.

The central research question guiding this study is:

How do Al-enabled decision-support systems influence leadership behavior and
strategic HR capability development in large organizations undergoing digital

transformation?

2. Research Approach and Methodology

This study adopts an action research methodology, which is particularly appropriate for
examining organizational change processes in real-world settings. Action research
involves a collaborative process in which researchers and practitioners jointly diagnose
problems, implement interventions, observe outcomes, and reflect on organizational
learning.

The use of action research allows the study to move beyond theoretical analysis and
directly examine how Al-enabled HR systems operate within organizational decision
environments (Marler & Boudreau, 2017). Through iterative cycles of intervention and
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reflection, the research seeks to generate both practical organizational improvements
and broader insights into leadership adaptation in the age of Al.
The research follows a cyclical process consisting of five key stages:

-_

. Diagnosis of the organizational challenge

2. Design of Al-enabled decision-support interventions

3. Implementation within HR decision processes

4. Observation and analysis of leadership behavior and outcomes
5. Reflection and refinement of leadership practices

During the initial diagnostic phase, the research team analyzed the organization's
existing talent management processes, workforce analytics capabilities, and leadership
decision practices. This analysis revealed that while workforce data were available,
leadership teams often struggled to integrate analytics insights effectively into talent
management decisions.

Based on these findings, the research intervention focuses on introducing Al-enabled
decision-support tools into leadership workflows. These tools include predictive talent
analytics models, capability-based workforce mapping systems, and leadership
dashboards designed to provide real-time workforce intelligence (Tambe et al., 2019).
Data for the study are collected from multiple sources, including workforce analytics
platforms, leadership decision records, succession planning discussions, and feedback
from managers participating in the intervention. Qualitative insights are also gathered

through leadership reflection sessions conducted after each action research cycle.

3. Description of the Planned Action / Intervention

The central intervention in this study involves the introduction of Al-enabled talent
analytics systems into HR leadership decision processes. The intervention focuses on
three interconnected dimensions of talent management.

First, predictive workforce analytics tools are introduced to analyze workforce data and
identify patterns related to leadership readiness, capability gaps, and engagement
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indicators (Marler & Boudreau, 2017). These tools provide forward-looking insights that
help leadership teams anticipate future talent challenges.

Second, the organization is implementing a skills-first workforce architecture that maps
employee capabilities against strategic organizational competencies. This capability
framework enables leadership teams to evaluate workforce readiness for future
organizational needs.

Third, leadership dashboards are being developed to integrate workforce analytics into
talent review discussions and succession planning meetings. These dashboards
provide managers with accessible insights regarding workforce capabilities, leadership
pipeline strength, and engagement dynamics (Tambe et al., 2019).

Through these interventions, the study examines how Al-enabled analytics influence
leadership decision-making processes and whether these tools contribute to improved
transparency and objectivity in HR decisions.

4. Early Reflections and Emerging Insights

Although the research is still in progress, several early insights have begun to emerge
from the initial intervention cycles.

First, the introduction of Al-enabled analytics appears to enhance analytical clarity in
talent discussions (Davenport & Ronanki, 2018). Leadership teams report that
workforce dashboards help structure discussions around objective indicators such as
capability distribution and succession readiness.

Second, the research suggests that the use of Al systems may contribute to reducing
certain forms of leadership bias, particularly when workforce data are presented
transparently across leadership teams (Marler & Boudreau, 2017). The availability of
shared data encourages more evidence-based discussions regarding employee
potential and development opportunities.

However, the intervention also reveals that the presence of Al insights does not
automatically lead to improved decision-making. Leaders must still develop the
capability to interpret analytical insights critically and integrate them with contextual
knowledge about employees and organizational dynamics (Wilson & Daugherty, 2018).



#
EUROPEAN
UNIVERSITY FIU Journal of Action Research
- UNIVERSITY

This observation reinforces the importance of the concept of Algorithmic Humility.
Leaders who demonstrate algorithmic humility are more likely to treat Al insights as
analytical support tools rather than authoritative decision mechanisms.

5. Reflection on Challenges and Ongoing Learning

The ongoing research highlights several important challenges associated with
integrating artificial intelligence into HR leadership processes. While Al-enabled
analytics systems offer significant potential for improving workforce visibility and
decision-making efficiency, their successful adoption depends on the development of
new leadership capabilities and governance structures (Tambe et al., 2019). The
introduction of Al into HR decision environments therefore requires organizations to
address both technological and behavioral dimensions of transformation.

One key challenge identified during the research involves the development of analytical
literacy among leaders. Al-driven workforce analytics systems generate complex
indicators related to capability distribution, succession readiness, and employee
engagement patterns (Marler & Boudreau, 2017). While these insights can support
more informed talent management decisions, leaders must possess the necessary
analytical competence to interpret such data accurately. Without adequate analytical
literacy, managers may struggle to understand the assumptions underlying predictive
models or misinterpret analytical outputs when evaluating workforce trends.

This issue becomes particularly significant when Al-generated insights are incorporated
into strategic HR processes such as succession planning and leadership development.
Managers must be able to critically evaluate workforce analytics indicators and combine
them with contextual knowledge about employees, team dynamics, and organizational
culture (Wilson & Daugherty, 2018). The research suggests that Al systems do not
automatically produce better decisions; rather, they require leaders who are capable of
interpreting analytical insights thoughtfully and applying them within complex
organizational contexts. As a result, organizations implementing Al-enabled HR
systems must invest in developing leaders’ analytical capabilities so that they can
effectively engage with data-driven decision tools.
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A second challenge emerging from the study relates to maintaining ethical oversight
and governance within Al-enabled decision systems. The increasing use of algorithmic
models in HR processes raises important questions regarding transparency, fairness,
and accountability (Tambe et al., 2019). Workforce analytics systems may influence
decisions about promotions, succession planning, and employee development
opportunities, making it essential that these systems operate within clearly defined
ethical frameworks.

Organizations must therefore establish governance mechanisms that ensure Al tools
are used responsibly and that leadership decisions remain accountable to ethical and
organizational standards (Davenport & Ronanki, 2018). Transparent communication
regarding how workforce data are collected, analyzed, and applied can play a critical
role in building trust among employees and managers. In addition, organizations must
ensure that Al systems function as decision-support mechanisms rather than automated
decision authorities, preserving the role of human judgment in evaluating employee
potential and development needs (Wilson & Daugherty, 2018).

The research also suggests that ethical governance is closely connected to employee
trust in Al-enabled HR systems. When employees understand that workforce analytics
tools are used transparently and responsibly, they are more likely to view these systems
as mechanisms for improving fairness and consistency in talent management decisions.
Conversely, a lack of transparency regarding algorithmic processes may create
skepticism or resistance toward Al-driven decision support.

Taken together, these challenges reinforce the importance of viewing Al adoption in HR
not merely as a technological upgrade but as a broader leadership capability
development process (Marler & Boudreau, 2017). Organizations introducing Al-enabled
analytics systems must simultaneously invest in strengthening leaders’ analytical
literacy, ethical awareness, and decision-making competencies. Al technologies can
significantly enhance talent management practices, but their effectiveness ultimately
depends on the ability of organizational leaders to integrate analytical insights with
human-centered judgment.

From this perspective, the successful integration of Al in HR requires a balanced
approach that combines technological innovation with leadership development and
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governance oversight. Organizations that treat Al adoption as a holistic transformation
of leadership practice are more likely to realize the full potential of workforce analytics
while maintaining ethical accountability and employee trust.
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