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Abstract: The growing integration of Artificial Intelligence (AI) in Human Resource (HR) analytics has transformed 

organizational decision-making processes, creating new opportunities for efficiency, accuracy, and strategic workforce 

management. However, the increasing reliance on AI-supported HR systems has also raised concerns regarding employee 

trust, transparency, and ethical governance. This study aims to analyse the influence of AI-driven HR analytics on employee 

trust within organizations, examine the role of transparency in shaping employee trust toward AI-supported HR decision-

making, and evaluate the contribution of ethical governance practices in strengthening employee trust in AI-driven HR 

analytics. Grounded in HR Analytics Models, Trust Theory, the Organizational Trust Model of Mayer, Davis, and 

Schoorman, and Stakeholder Theory, the study adopts a quantitative research approach using primary data collected from 

employees across various organizations. The findings are expected to demonstrate that transparent AI processes and robust 

ethical governance mechanisms positively influence employee trust and acceptance of AI-supported HR practices. The study 

contributes to the growing literature on AI-enabled human resource management by highlighting the importance of 

responsible AI implementation and trust-building mechanisms. The findings offer practical implications for organizations 

seeking to balance technological innovation with ethical responsibility and employee confidence in AI-driven HR systems. 
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I. INTRODUCTION 

 

Artificial Intelligence (AI) has emerged as a 

transformative technology that is reshaping Human Resource 

Management (HRM) through the use of AI-driven HR 

analytics. Organizations increasingly utilize AI-enabled 

systems for recruitment, performance evaluation, talent 

management, workforce planning, and other HR functions. 

These technologies enhance efficiency, improve decision-

making accuracy, and support strategic human resource 
practices. However, the growing use of AI in HR decision-

making has raised concerns regarding employee trust, 

particularly when employees perceive AI systems as opaque, 

biased, or lacking accountability. 

 

Employee trust is a critical factor in the successful 

implementation of AI-supported HR practices. Trust in 

organizational systems is influenced by employees' 

perceptions of transparency and ethical governance. 

Transparency enables employees to understand how AI-

generated decisions are made, while ethical governance 

ensures fairness, accountability, privacy protection, and 

responsible use of employee data. The absence of these 

factors may reduce employee confidence in AI-driven HR 

processes and hinder organizational acceptance of emerging 

technologies. 

 

Although previous studies have examined the adoption 

of AI in HRM and its impact on organizational effectiveness, 

limited research has explored the relationship between AI-

driven HR analytics and employee trust. Furthermore, the 

specific roles of transparency and ethical governance in 
fostering employee trust toward AI-supported HR decision-

making remain underexplored. This research gap highlights 

the need for a comprehensive investigation of trust-building 

mechanisms in AI-enabled HR environments. 

 

Therefore, the present study aims to analyse the 

influence of AI-driven HR analytics on employee trust within 

organizations, examine the role of transparency in shaping 

employee trust toward AI-supported HR decision-making, 

and evaluate the contribution of ethical governance practices 

in strengthening employee trust in AI-driven HR analytics. 
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II. LITERATURE REVIEW 

 
The increasing adoption of Artificial Intelligence (AI) 

in Human Resource Management (HRM) has transformed 

traditional HR practices through advanced analytics, 

automation, and data-driven decision-making. While AI-

driven HR analytics offers significant opportunities for 

improving organizational efficiency, concerns regarding 

employee trust, transparency, and ethical governance have 

emerged as critical challenges. 

 

Malik et al. (2023) examined AI-based HR ecosystems 

and found that AI-enabled HR systems significantly enhance 
employee experience and organizational effectiveness when 

implemented with adequate human support and engagement 

mechanisms. The study emphasized that employee 

acceptance of AI-driven HR practices depends largely on 

trust and perceived organizational support. 

 

Yu and Li (2022) investigated the relationship between 

AI decision-making transparency and employee trust. Their 

findings revealed that transparency positively influences trust 

by increasing perceptions of effectiveness and reducing 

employee discomfort toward AI-supported decisions. The 

study highlighted transparency as a crucial determinant of 
trust in AI-enabled organizational environments. 

 

Similarly, Zhang et al. (2023) found that employees 

exposed to transparent AI systems demonstrated significantly 

higher trust levels compared to those interacting with opaque 

systems. The study further reported that transparency reduces 

perceived threats and enhances employee confidence in AI-

supported decision-making processes. 

 

Al-Sulaiti et al. (2024) explored AI transparency in 

workplace settings and argued that transparency should 
extend beyond technical explanations to include meaningful 

communication regarding AI processes and outcomes. Their 

findings suggest that transparent AI practices improve 

stakeholder confidence and foster trust in technology-driven 

organizational decisions. 

 

Madsen and Sløk-Andersen (2024) emphasized the 

importance of ethical governance in AI-enabled HR 

processes. Their research demonstrated that governance 

mechanisms such as accountability frameworks, ethical 

guidelines, and oversight structures help mitigate concerns 
related to fairness, privacy, and algorithmic bias. The study 

concluded that ethical governance is essential for maintaining 

employee trust in AI-supported HR systems. 

 

Recent research on transparency, privacy, and 

accountability in AI-enhanced HR processes further indicates 

that employees are more likely to trust AI-driven HR 

analytics when organizations establish clear governance 

policies and responsible data management practices. Ethical 

oversight was found to strengthen organizational legitimacy 

and employee confidence in AI-supported HR decision-

making. 
 

The reviewed studies collectively indicate that AI-

driven HR analytics has the potential to improve 
organizational decision-making and employee experiences. 

However, employee trust remains a decisive factor 

influencing the successful adoption of AI-supported HR 

systems. The literature consistently identifies transparency as 

a mechanism that enhances understanding and trust, while 

ethical governance promotes accountability, fairness, and 

responsible AI implementation. Although prior studies have 

independently examined AI adoption, transparency, ethical 

governance, and trust, limited research has integrated these 

constructs within a single framework to explain employee 

trust in AI-driven HR analytics. This gap provides the 
foundation for the present study. 

 

The study is grounded in Trust Theory as the primary 

theoretical foundation, supported by the Organizational Trust 

Model (Mayer, Davis, & Schoorman, 1995) and Stakeholder 

Theory. These theories collectively explain how AI-Driven 

HR Analytics, Transparency, and Ethical Governance 

influence Employee Trust in AI-supported HR decision-

making. 

 

A. Research Objectives 

The rapid adoption of Artificial Intelligence (AI) in 
Human Resource Management has transformed 

organizational decision-making processes through the use of 

AI-driven HR analytics. However, concerns regarding 

employee trust, transparency, and ethical governance 

continue to influence the acceptance and effectiveness of AI-

supported HR practices. In light of the identified research 

gap, the present study seeks to achieve the following 

objectives: 

 

 To analyse the influence of AI-driven HR analytics on 

employee trust within organizations. 

 To examine the role of transparency in shaping employee 

trust toward AI-supported HR decision-making. 

 To evaluate the contribution of ethical governance 

practices in strengthening employee trust in AI-driven HR 

analytics. 

 

B. Hypotheses 

The hypotheses of the study are developed based on HR 

Analytics Models, Trust Theory, the Organizational Trust 

Model of Mayer, Davis, and Schoorman (1995), and 

Stakeholder Theory. These theoretical perspectives suggest 
that employee trust in AI-supported HR decision-making is 

influenced by the implementation of AI-driven HR analytics, 

transparency of decision-making processes, and ethical 

governance practices. 

 

 For Objective 1 

 

 (H01) Null Hypothesis: 

AI-driven HR analytics has no significant influence on 

employee trust within organizations. 

 

 (H1) Alternative Hypothesis: 

AI-driven HR analytics has a significant positive 

influence on employee trust within organizations. 
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 For Objective 2 

 

 (H02) Null Hypothesis: 

Transparency has no significant influence on employee 

trust toward AI-supported HR decision-making. 

 

 (H2) Alternative Hypothesis: 

Transparency has a significant positive influence on 

employee trust toward AI-supported HR decision-making. 

 

 For Objective 3. 

 

 (H03) Null Hypothesis: 
Ethical governance practices have no significant 

influence on employee trust in AI-driven HR analytics. 

 

 (H3) Alternative Hypothesis: 

Ethical governance practices have a significant positive 

influence on employee trust in AI-driven HR analytics. 

 

III. RESEARCH METHODOLOGY 

 

The present study adopts a quantitative research 

approach to examine the influence of AI-driven HR analytics 
on employee trust and to assess the roles of transparency and 

ethical governance in shaping employee trust toward AI-

supported HR decision-making. A descriptive and 

explanatory research design was employed to investigate the 

relationships among the study variables and to test the 

proposed hypotheses. 

 

 Sampling Method 

The study employed a purposive sampling technique to 

select respondents who possess adequate knowledge and 

experience regarding AI-supported HR practices. The target 

population comprised employees working in organizations 
that utilize AI-enabled HR systems and digital HR analytics 

tools. Respondents were drawn from organizations including 

Infosys, Wipro, Perfios, Open Financial Technologies, 

Qure.ai, and Banao Technologies. The respondents were 

selected based on their familiarity with AI applications in HR 

processes such as recruitment, performance evaluation, talent 

management, workforce analytics, and employee 

engagement. An unequal distribution of respondents was 

maintained across the selected organizations based on 

accessibility and respondent availability. 

 
 Sample Size 

A total of 127 employees participated in the study. The 

selected sample size was considered adequate for examining 

the relationships among the study variables and conducting 

statistical analyses such as correlation and multiple 
regression. The respondents represented diverse 

organizational backgrounds and varying levels of exposure to 

AI-supported HR systems, thereby providing meaningful 

insights into employee perceptions of AI-driven HR 

analytics, transparency, ethical governance, and trust. 

 

 Data Collection Tools 

Primary data were collected through a structured 

questionnaire designed specifically for the study. The 

questionnaire consisted of two sections. The first section 

captured demographic information of the respondents, while 
the second section measured the key constructs of the study, 

namely AI-driven HR analytics, transparency, ethical 

governance, and employee trust. Responses were recorded 

using a five-point Likert scale ranging from 1 = Strongly 

Disagree to 5 = Strongly Agree. The instrument was 

developed based on established theoretical foundations and 

relevant literature to ensure content validity and alignment 

with the research objectives. 

 

 Analysis Techniques 

The collected data were coded and analysed using 

appropriate statistical techniques. Descriptive statistics, 
including frequency, percentage, mean, and standard 

deviation, were used to summarize respondent characteristics 

and variable distributions. Reliability analysis using 

Cronbach’s Alpha was conducted to assess the internal 

consistency of the measurement scales. Pearson correlation 

analysis was employed to examine the relationships among 

the study variables. Furthermore, multiple regression analysis 

was performed to evaluate the influence of AI-driven HR 

analytics, transparency, and ethical governance on employee 

trust and to test the proposed hypotheses. The findings of 

these analyses were used to draw conclusions regarding the 
determinants of employee trust in AI-supported HR decision-

making. 

 

IV. DATA ANALYSIS AND 

INTERPRETATION 

 

 Respondent Profile Analysis 

The study was conducted among 127 employees 

working in organizations utilizing AI-supported HR systems. 

Respondents were drawn from Infosys (25), Wipro (23), 

Perfios (21), Open Financial Technologies (20), Qure.ai (19), 
and Banao Technologies (19). The distribution ensured 

representation from employees familiar with AI applications 

in recruitment, performance management, workforce 

analytics, and HR decision-making processes. 

 

Table 1 Organization-Wise Distribution of Respondents 

Organization Frequency Percentage (%) 

Infosys 25 19.69 

Wipro 23 18.11 

Perfios 21 16.54 

Open Financial Technologies 20 15.75 

Qure.ai 19 14.96 

Banao Technologies 19 14.96 

Total 127 100.00 
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 Interpretation: 

The respondents were distributed across six 
organizations that actively utilize AI-enabled HR systems. 

Infosys constituted the largest proportion of respondents 

(19.69%), while Qure.ai and Banao Technologies each 

accounted for 14.96% of the sample. The distribution 

provided a balanced representation of employees from 

diverse organizational settings. 
 

 Reliability Analysis 

Reliability analysis was conducted using Cronbach’s 

Alpha to evaluate the internal consistency of the 

measurement scales. 

 

Table 2 Reliability Statistics 

Construct Number of Items Cronbach’s Alpha 

AI-Driven HR Analytics 5 0.888 

Transparency 4 0.860 

Ethical Governance 4 0.881 

Employee Trust 5 0.883 

 

 Interpretation: 

The Cronbach’s Alpha values ranged from 0.860 to 

0.888, exceeding the recommended threshold of 0.70. These 

results indicate excellent internal consistency and confirm 
that the measurement instrument is reliable for assessing AI-

Driven HR Analytics, Transparency, Ethical Governance, 

and Employee Trust. 

 

 Descriptive Statistics 
Descriptive statistics were computed to assess 

respondents’ perceptions regarding the study variables. 

 

Table 3 Descriptive Statistics 

Variable Mean Standard Deviation 

AI-Driven HR Analytics 4.091 0.760 

Transparency 4.053 0.771 

Ethical Governance 4.122 0.777 

Employee Trust 4.076 0.741 

 

 Interpretation: 

The mean scores for all variables exceeded 4.00, 

indicating a generally positive perception among employees 

regarding the use of AI-driven HR analytics and related 

governance mechanisms. Ethical Governance recorded the 

highest mean score (M = 4.122), suggesting that respondents 

perceive their organizations as maintaining strong ethical 

standards in AI implementation. Employee Trust also 

recorded a high mean score (M = 4.076), indicating a 

favorable level of trust toward AI-supported HR systems. 

 

 Correlation Analysis 

Pearson Correlation Analysis was performed to 

examine the relationships among the study variables. 

 

Table 4 Correlation Matrix 

Variables AHR TR EG ET 

AI-Driven HR Analytics (AHR) 1.000 
   

Transparency (TR) 0.885 1.000 
  

Ethical Governance (EG) 0.889 0.875 1.000 
 

Employee Trust (ET) 0.894 0.882 0.856 1.000 

 

 Interpretation: 

The correlation analysis revealed strong positive 

relationships among all study variables. 

 

The strongest correlation was observed between AI-

Driven HR Analytics and Employee Trust (r = 0.894), 

indicating that employees who perceive AI-driven HR 

systems as effective are more likely to trust organizational 

HR decisions. Transparency also exhibited a strong positive 
relationship with Employee Trust (r = 0.882), emphasizing 

the importance of explainability and openness in AI-

supported HR processes. Ethical Governance demonstrated a 

substantial positive correlation with Employee Trust (r = 

0.856), suggesting that responsible governance practices 

contribute positively to employee perceptions. 

 

These findings provide preliminary evidence 

supporting the proposed research hypotheses. 

 

 Multiple Regression Analysis 
Multiple Regression Analysis was conducted to 

determine the influence of AI-Driven HR Analytics, 

Transparency, and Ethical Governance on Employee Trust. 

 

Table 5 Model Summary 

R R² Adjusted R² 

0.917 0.840 0.837 
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 Interpretation: 

The model produced an R-value of 0.917, indicating a 
very strong relationship between the independent variables 

and Employee Trust. The coefficient of determination (R² = 

0.840) reveals that 84.0% of the variation in Employee Trust 

is explained by AI-Driven HR Analytics, Transparency, and 
Ethical Governance collectively. This demonstrates excellent 

explanatory power and confirms the suitability of the model. 

 

Table 6 ANOVA Results 

Source F-value Significance 

Regression Model 215.990 0.000 

 

 Interpretation: 

The ANOVA results indicate that the overall regression 

model is statistically significant (F = 215.990, p < 0.001). 

Therefore, the independent variables collectively provide a 

significant explanation of Employee Trust. 

 

Table 7 Regression Coefficients 

Variable Beta (β) t-value p-value 

AI-Driven HR Analytics 0.439 5.010 0.000 

Transparency 0.346 4.239 0.000 

Ethical Governance 0.134 1.624 0.107 

 

 Interpretation: 
AI-Driven HR Analytics emerged as the strongest 

predictor of Employee Trust (β = 0.439, p < 0.001). This 

finding indicates that the effective use of AI technologies in 

HR functions significantly enhances employee confidence in 

organizational decision-making. 

 

Transparency was identified as the second strongest 

predictor (β = 0.346, p < 0.001). The result suggests that 

employees place considerable value on clear communication, 

explainability, and openness regarding AI-supported HR 

decisions. 
 

Ethical Governance recorded a positive coefficient (β = 

0.134); however, its effect was not statistically significant (p 

= 0.107). Although employees recognize the importance of 

ethical governance mechanisms, the results suggest that these 

practices do not independently influence Employee Trust 

when AI effectiveness and transparency are considered 

simultaneously. 

 

 Hypothesis Testing 

 
Table 8 Summary of Hypothesis Testing 

Hypothesis Statement Result 

H1 AI-Driven HR Analytics significantly influences Employee Trust 

within organizations. 

Supported 

H2 Transparency significantly influences Employee Trust toward AI-

supported HR decision-making. 

Supported 

H3 Ethical Governance significantly influences Employee Trust in AI-

Driven HR Analytics. 

Not Supported 

 

 Interpretation 

The findings support H1 and H2, indicating that AI-

Driven HR Analytics and Transparency significantly 

contribute to Employee Trust. However, H3 was not 

supported because Ethical Governance did not demonstrate a 

statistically significant independent influence on Employee 

Trust. 
 

 Objective-Wise Findings 

 

 Objective 1 

To analyse the influence of AI-driven HR analytics on 

employee trust within organizations. 

 

The regression results revealed that AI-Driven HR 

Analytics significantly influences Employee Trust (β = 0.439,  

p < 0.001). Therefore, Objective 1 was successfully achieved. 

The findings indicate that employees tend to trust 

organizational HR systems when AI technologies improve 

decision quality, efficiency, and workforce management. 

 

 Objective 2 

To examine the role of transparency in shaping 

employee trust toward AI-supported HR decision-making. 

 
Transparency was found to have a significant positive 

influence on Employee Trust (β = 0.346, p < 0.001). Thus, 

Objective 2 was achieved. The results demonstrate that 

transparent communication regarding AI processes and 

decisions enhances employee confidence and trust. 

 

 Objective 3 

To evaluate the contribution of ethical governance 

practices in strengthening employee trust in AI-driven HR 

analytics. 
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Although Ethical Governance exhibited a positive 

relationship with Employee Trust, its independent effect was 
not statistically significant (β = 0.134, p = 0.107). Therefore, 

Objective 3 was only partially achieved. The findings suggest 

that ethical governance may function as a supporting or 

enabling factor rather than a direct determinant of employee 

trust. 

 

 Overall Summary of Results 

The findings indicate that employee trust in AI-

supported HR systems is primarily influenced by the 

effectiveness of AI-driven HR analytics and the transparency 

of AI-supported decision-making processes. While ethical 
governance remains important from a managerial and 

organizational perspective, its direct influence on employee 

trust was not statistically significant in the presence of 

stronger predictors. The model explained 84.0% of the 

variation in Employee Trust, highlighting the substantial role 

of AI effectiveness and transparency in shaping employee 

perceptions toward AI-enabled HR practices. 

 

V. INTERPRETATION OF FINDINGS 

 

The present study examined the influence of AI-Driven 

HR Analytics, Transparency, and Ethical Governance on 
Employee Trust in organizations utilizing AI-supported HR 

systems. 

 

The findings revealed that AI-Driven HR Analytics 

significantly influences Employee Trust (β = 0.439, p < 

0.001), supporting H1 and Objective 1. This finding is 

consistent with Trust Theory, which suggests that trust 

develops when systems are perceived as reliable and 

competent. The result also supports the Organizational Trust 

Model of Mayer, Davis, and Schoorman (1995), particularly 

the dimension of organizational ability. Employees appear to 
trust HR decisions more when AI enhances efficiency, 

accuracy, and decision quality. This finding is consistent with 

previous studies that reported positive effects of AI-enabled 

HR practices on employee confidence and organizational 

trust. 

 

The study further found that Transparency significantly 

influences Employee Trust (β = 0.346, p < 0.001), supporting 

H2 and Objective 2. This finding indicates that employees are 

more likely to trust AI-supported HR decisions when the 

decision-making process is clearly communicated and 
understandable. The result aligns with Trust Theory and the 

integrity dimension of the Organizational Trust Model, 

emphasizing the importance of openness and clear 

communication. Similar findings have been reported in recent 

studies highlighting transparency as a key factor in enhancing 

employee acceptance of AI technologies. 

 

Although Ethical Governance demonstrated a positive 

relationship with Employee Trust, its influence was not 

statistically significant (β = 0.134, p = 0.107), leading to the 

rejection of H3. While this finding differs from some 

previous studies, it may suggest that employees perceive 
ethical governance as a basic organizational requirement 

rather than a direct determinant of trust. From the perspective 

of Stakeholder Theory, ethical governance remains important 

for responsible AI implementation; however, employees 
appear to place greater emphasis on the practical 

effectiveness and transparency of AI-supported HR systems. 

 

Overall, the findings indicate that employee trust in AI-

supported HR decision-making is primarily shaped by the 

effectiveness of AI-driven HR analytics and the transparency 

of organizational processes. The results reinforce the 

importance of developing reliable AI systems and ensuring 

transparent communication to strengthen employee trust in 

contemporary organizations. 

 

VI. KEY INSIGHTS AND INTERPRETATION 

 

Based on the empirical findings, the following key 

insights emerge from the study: 

 

 AI-Driven HR Analytics is the Strongest Predictor of 

Employee Trust 

The study found that AI-Driven HR Analytics exerted 

the strongest influence on Employee Trust (β = 0.439). This 

indicates that employees are more likely to trust 

organizational HR decisions when AI systems improve 

accuracy, efficiency, consistency, and objectivity in HR 
processes. 

 

 Transparency Plays a Critical Role in Building Trust 

Transparency emerged as the second most influential 

factor affecting Employee Trust (β = 0.346). The finding 

suggests that employees value clear explanations, open 

communication, and visibility into AI-supported HR 

decision-making processes. Transparent AI systems reduce 

uncertainty and increase employee confidence. 

 

 Employee Trust Depends on Both Technology and 
Communication 

The results indicate that trust is not built solely through 

technological advancement. While AI effectiveness is 

important, employees also require transparency regarding 

how AI-generated decisions are made. Therefore, successful 

AI adoption requires both technological capability and 

effective communication. 

 

 Ethical Governance Functions as a Supporting 

Mechanism 

Although Ethical Governance showed a positive 
relationship with Employee Trust, its independent effect was 

not statistically significant. This suggests that employees may 

view ethical governance practices as a fundamental 

organizational responsibility rather than a direct driver of 

trust. 

 

 Strong Interrelationship Exists Among the Study 

Variables 

The correlation analysis revealed strong positive 

relationships among AI-Driven HR Analytics, Transparency, 

Ethical Governance, and Employee Trust. This indicates that 

improvements in one area are likely to reinforce positive 
perceptions in other areas, contributing to a stronger trust 

environment. 
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 Employee Trust is Highly Explainable Through the 

Selected Variables 
The regression model explained 84.0% of the variation 

in Employee Trust (R² = 0.840). This demonstrates that AI-

Driven HR Analytics, Transparency, and Ethical Governance 

collectively provide a strong explanation of employee trust in 

AI-supported HR systems. 

 

 Findings Support the Organizational Trust Framework 

The results reinforce the proposition of the Mayer, 

Davis, and Schoorman Organizational Trust Model that trust 

is influenced by perceptions of ability and integrity. AI-

Driven HR Analytics reflects organizational ability, while 
Transparency reflects organizational integrity, both of which 

significantly enhance employee trust. 

 

 Findings Validate Trust Theory 

The study confirms the assumptions of Trust Theory by 

demonstrating that employees develop trust when 

organizational systems are perceived as reliable, predictable, 

and beneficial. Effective AI-driven HR practices contribute 

directly to these perceptions. 

 

 Stakeholder Expectations Extend Beyond Ethical 

Compliance 
The findings suggest that employees expect 

organizations not only to establish ethical governance 

frameworks but also to demonstrate tangible value through 

effective and transparent AI-supported HR practices. Ethical 

compliance alone may not be sufficient to strengthen trust. 

 

 Trustworthy AI Requires a Human-Centric Approach 

The overall findings indicate that organizations can 

enhance employee trust by adopting a human-centric AI 

strategy that combines technological effectiveness, 

transparent decision-making, and responsible governance 
practices. Such an approach can improve employee 

acceptance of AI-enabled HR systems and support 

sustainable organizational outcomes. 

 

 Overall Interpretation 

The study concludes that employee trust in AI-

supported HR decision-making is primarily influenced by the 

effectiveness of AI-driven HR analytics and the transparency 

of organizational processes. While ethical governance 

remains an essential foundation for responsible AI 

implementation, employees place greater emphasis on the 
practical performance and transparency of AI systems. 

Therefore, organizations seeking to strengthen employee trust 

should focus on developing reliable AI-enabled HR systems 

while ensuring that AI-supported decisions are 

communicated clearly, fairly, and transparently. 

 

VII. DISCUSSION 

 

The present study investigated the role of AI-Driven HR 

Analytics in enhancing Employee Trust, with particular 

emphasis on Transparency and Ethical Governance. The 

findings demonstrate that AI-Driven HR Analytics and 
Transparency significantly influence Employee Trust, 

whereas Ethical Governance, although positively related, did 

not exhibit a statistically significant independent effect. 
 

The significant influence of AI-Driven HR Analytics on 

Employee Trust suggests that employees perceive AI-enabled 

HR systems as capable of improving decision quality, 

efficiency, and consistency. This finding supports Trust 

Theory, which proposes that trust develops when individuals 

perceive systems as reliable and competent. The result also 

aligns with the Organizational Trust Model of Mayer, Davis, 

and Schoorman (1995), particularly the dimension of 

organizational ability. Employees are more likely to trust 

organizational decisions when AI technologies contribute to 
objective and data-driven HR practices. 

 

Transparency was found to be another significant 

determinant of Employee Trust. This finding highlights the 

importance of explainability and open communication in AI-

supported HR decision-making. Employees appear to place 

considerable value on understanding how AI-generated 

recommendations and decisions are reached. The result is 

consistent with previous studies that emphasize transparency 

as a critical factor in fostering acceptance of AI technologies 

and reducing uncertainty associated with algorithmic 

decision-making. 
 

Although Ethical Governance recorded a positive 

relationship with Employee Trust, its influence was not 

statistically significant when analysed alongside AI-Driven 

HR Analytics and Transparency. This finding suggests that 

employees may consider ethical governance as a fundamental 

organizational obligation rather than a direct source of trust. 

From the perspective of Stakeholder Theory, ethical 

governance remains essential for responsible AI 

implementation; however, employees may evaluate trust 

primarily through visible factors such as system effectiveness 
and transparency. 

 

Overall, the findings indicate that organizations seeking 

to strengthen employee trust in AI-supported HR systems 

should focus on developing reliable AI-enabled HR practices 

and ensuring transparent communication regarding AI-based 

decisions. The study contributes to the growing literature on 

AI in Human Resource Management by demonstrating that 

technological effectiveness and transparency are key drivers 

of employee trust in contemporary organizations. 

 

VIII. CONCLUSION AND IMPLICATIONS 

 

A. Conclusion: 

The present study examined the role of AI-Driven HR 

Analytics in enhancing Employee Trust, with particular 

emphasis on the roles of Transparency and Ethical 

Governance in AI-supported HR decision-making. The 

findings revealed that AI-Driven HR Analytics and 

Transparency significantly influence Employee Trust, while 

Ethical Governance demonstrated a positive but statistically 

insignificant direct effect. 

 
The study confirms that employees are more likely to 

trust organizational HR decisions when AI systems improve 

https://doi.org/10.38124/ijisrt/26jun2031
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decision quality, efficiency, consistency, and objectivity. 

Furthermore, transparency emerged as a critical factor in 
strengthening employee confidence in AI-supported HR 

processes by promoting openness and understanding of AI-

generated decisions. Although ethical governance did not 

exert a significant independent influence, its positive 

association with employee trust highlights its importance as a 

supporting mechanism for responsible AI implementation. 

 

Overall, the study concludes that the successful 

adoption of AI in Human Resource Management depends not 

only on technological capabilities but also on transparent 

organizational practices that foster employee trust and 
acceptance of AI-supported decision-making. 

 

B. Implications of the Study 

 

 Managerial Implications: 

 

 Organizations should prioritize the effective 

implementation of AI-driven HR analytics to improve the 

accuracy, consistency, and efficiency of HR decisions, 

thereby strengthening employee trust. 

 HR managers should enhance transparency in AI-
supported decision-making by clearly communicating 

how AI systems operate and how decisions are generated. 

 Organizations should promote explainable AI practices to 

reduce employee uncertainty and increase confidence in 

AI-enabled HR processes. 

 Regular employee awareness and training programs 

should be conducted to improve understanding and 

acceptance of AI applications in Human Resource 

Management. 

 Organizations should establish comprehensive ethical 

governance frameworks to ensure responsible AI usage, 

data privacy protection, and compliance with ethical 
standards. 

 Management should integrate human oversight with AI-

driven decision-making to maintain fairness, 

accountability, and employee confidence in 

organizational processes. 

 Transparent communication mechanisms should be 

embedded within HR systems to strengthen employee 

engagement and trust in AI-supported decisions. 

 

 Academic Implications: 

 

 The study contributes to the growing body of literature 

on Artificial Intelligence in Human Resource 

Management by providing empirical evidence on the 

relationship between AI-Driven HR Analytics and 

Employee Trust. 

 The findings extend the application of Trust Theory by 

demonstrating that employee trust can be influenced by 

perceptions of technological effectiveness and 

transparency in AI-supported environments. 

 The study provides empirical support for the Mayer, 

Davis, and Schoorman Organizational Trust Model, 
particularly emphasizing the role of organizational 

ability and integrity in building trust. 

 The findings contribute to Stakeholder Theory by 

highlighting the importance of balancing technological 
innovation with employee expectations regarding 

transparency and responsible AI practices. 

 The study offers a conceptual foundation for future 

research examining trust-building mechanisms in AI-

enabled workplaces and digital HR ecosystems. 

 The findings suggest that ethical governance may 

operate as an indirect or supporting factor rather than a 

direct determinant of employee trust, thereby creating 

opportunities for further theoretical development. 

 The study enriches the emerging research stream on AI-

supported HR decision-making by identifying 
transparency as a key factor influencing employee trust 

and acceptance of AI technologies. 

 

 Overall Implication: 

The study emphasizes that employee trust in AI-

supported HR systems is primarily driven by the 

effectiveness of AI-driven HR analytics and the transparency 

of organizational decision-making processes. Therefore, 

organizations seeking to maximize the benefits of AI 

adoption in HR should focus on developing reliable AI 

systems, promoting transparent communication, and 
maintaining ethical governance practices to ensure 

sustainable and trustworthy AI implementation. 

 

FUTURE RESEARCH DIRECTION 

 

 Future studies may examine the role of transparency as a 

mediating variable between AI-driven HR analytics and 

employee trust to better understand trust-building 

mechanisms. 

 Researchers may explore additional factors such as 

perceived fairness, explainability, accountability, and 
organizational culture that influence employee trust in AI-

supported HR systems. 

 Comparative studies across different industries and 

organizational settings may be conducted to assess 

variations in employee perceptions of AI-driven HR 

practices. 

 Future research may employ larger and more diverse 

samples to enhance the generalizability of findings. 

 Longitudinal studies may be undertaken to examine how 

employee trust in AI-supported HR decision-making 

evolves over time. 

 

 Future Research Perspective 

As AI adoption in Human Resource Management 

continues to expand, future research should focus on 

identifying the factors that promote trustworthy, transparent, 

and ethical AI implementation to enhance employee 

confidence and organizational effectiveness. 
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