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Aim: Due to the growth of artificial intelligence in the human resources sector of
organizations and human-machine interactions, the flourishing of employees has
become doubly important. The aim of the current research is to analyze the
concept of Artificial Intelligence-augmented Human Resources Management
based on employee flourishing. Method: The current research is applied in terms
of purpose and qualitative in nature. The statistical population of the research
includes studies in the relevant fields, either coherently or separately. The tool
for collecting information is through library studies of previous related research.
The research analysis tool is, in the first step, the Prisma 2020 approach, and in
the next step, the Voyant tool. Findings: A total of 181 articles entered the final
phase of analysis. Keywords, terms, and frequency of words were identified and
categorized in nine clusters of Al-augmented strategy based on flourishing, AI-
augmented structuring based on flourishing, Al-augmented controlling based on
flourishing, Al-augmented directing based on flourishing, Al-augmented
development based on flourishing, Al-augmented integration based on
flourishing, Al-augmented procurement based on flourishing, Al-augmented
compensation based on flourishing, and Al-augmented maintenance based on
flourishing. Conclusion: Organizations need to create a type of intelligent human
resource management that can guarantee their survival through the flourishing
and well-being of their employees. For this reason, artificial intelligence-
augmented human resource management based on the flourishing of employees
is the reason for their success, as it allows their organization to develop more
effectively.
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Extended abstract

1. Introduction

In today's era, the use of information
technology (IT) in the organization's
departments, especially the human
resources department, is expanding.
Likewise, the production and access to
dedicated human resources databases,
which can be structured or unstructured,
as well as the increasing reliance of human
resource management programs on the
digital domain, especially artificial
intelligence, to generate insights, solve
problems, and make predictive decisions
for human resources functions have
increased.  (Prikshat et al, 2023;
Strohmeier & Piazza, 2015, p. 149, Yazdani
& Hakiminia, 2024). This increase in
digitalization and the use of data by

applications equipped with artificial
intelligence  for = human  resource
management processes caused the

redefining of the role of specialists in this
field (Hmoud & Laszlo, 2019, p. 22) and,
more specifically, in some cases, replaced
the decisions of its senior managers
(Vrontis et al., 2021, p. 5).

During the outbreak of the COVID-19
pandemic, unforeseen challenges for the
management of human resources
occurred in different sectors (for example,
the employment, socialization, or training
sector), which highlighted the adoption of
these applications, which required urgent
actions. So, despite these many signs, the
next normal state of human resource
management practices will be with high
digitization and increased virtualization,
including artificial intelligence
technologies, to achieve a sustainable
competitive advantage based on superior
human  capital, human  resource
management practices that include
Industry 4.0, better experiences, and

employee job satisfaction (Nguyen & Malik,
2022, p. 1222). Parikshat et al. (2021) called
this mode AI-Augmented human resource
management.

This definition includes a combination
of artificial intelligence and business
intelligence (BI). It shows that artificial
intelligence can be useful for human
resource management from the point of
view of business intelligence. Other
studies have shown that this type of use of
artificial intelligence can bring benefits
such as higher productivity and lower
costs. As a result, it brought more benefits
and, most importantly, improved the
flourishing ~ of the  organization's
employees (Stahl et al., 2021, p. 377) in the
human resource management
department.

Budhwar and Malik (2022) stated that if
artificial intelligence is not used correctly
in the organization and work, the
prosperity of the employees of that
organization in the field of individual
outputs, and as a result, their performance
will decrease (Budhwar & Malik, 2022).
Now, considering the importance of
promoting the prosperity of employees,
which has a long history in the use of
digital technologies (Liu, 2019) and the
existence of a research gap in this
research field, the current research aims
to analyze the pattern and understand the
concept of human resource management
augmented with artificial intelligence
based on the organization's employees
flourishing with Attention has been paid to
documents, studies and researches. Based
on this, studies in this field are analyzed
with the Prisma 2020 approach in the first
step, and research pattern analysis is done
using Voyant software in the next step.
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2. Research Methods

This study was conducted with the aim of
pattern analysis of the concept of human
resource management enhanced with
artificial intelligence in the direction of
employee  prosperity. The present
research method is practical in terms of
purpose and qualitative in nature. The
primary tools for collecting information
are library literature studies and previous
research in the last decade. The statistical
population can be considered as studies
that include articles, books, theses, and
treatises in the field of human resources,
human resource management augmented
with artificial intelligence, positive human
resource management, employee
prosperity, and well-being. To conduct
research and select a sample from this
statistical population, the PRISMA 2020
approach was used, which presents a clear
report of search strategies and research
results.

In the second phase, for the final
analysis of the data, the Voyant online
toolbox was used for quantitative analysis
and visualization of the text mining results
and data for pattern analysis of the
concept of human resource management
enhanced with artificial intelligence in the
direction of flourishing.

3. Results

In this research, finally, nine main clusters
of  artificial intelligence-augmented
human resource management for
employee flourishing with the names of
Al-augmented  strategy based on
flourishing (information, decision-making,
business strategy, positive interactions),
artificial intelligence-augmented
organization for prosperity (organization,
artificial intelligence, management human
resources, well-being), Al-augmented
structuring based on flourishing (control,

non-dependent),
controlling based on  flourishing
(leadership, managers, psychology,
communication), Al-augmented directing
based on flourishing (HR performance,
practices Human Resource Management,
employees), Al-augmented development
based on flourishing (training, data,
knowledge, technology, development,
processes), Al-augmented procedure
based on flourishing (performance, career,
work,  positive  engagement),  Al-
augmented Integration based on
flourishing (management, innovation,
work environment, change), and Al-
augmented maintenance based on
flourishing (satisfaction, health, employee
well-being, ethics, positive outputs,
support, ) were achieved.

Al-augmented

4. Conclusion

Organizations are trying to implement
artificial intelligence in the best possible
way so that the prosperity and well-being
of employees can be promoted through
digital technologies. The aim of the
current research is to analyze the pattern
of artificial intelligence-based on
organization’s employees flourishing so
that it can be modeled correctly. First,
documents and studies in the fields of
human resource management and
artificial intelligence, human resource
management and flourishing, and human
resource management and well-being
were examined.

Some studies, such as Budhwar and
Malik (2023), align with the general
confirmation of the research. They stated
that there are many challenges and
opportunities for introducing artificial
intelligence  in  human  resources
management, which affects the fields of
preparation (human resource planning,
recruitment, etc.), development,

Minasadat Mousavi, Abbasali Rastgar, Mohsen Shafiei Nikabadi. Pattern Analysis of Artificial Intelligence-
Augmented Human Resources Management based on Employee Flourishing Concept



Journal of Sustainable Human Resource Management

compensation, retention, guidance, and
leadership. They also stated that ethics
should be observed when artificial
intelligence is introduced in the workplace
so that the welfare of the employees as an
output does not decrease. Also, the study
of Mohapatra et al. (2023) confirmed the
findings of the current research that the
adaptation of artificial intelligence in the
field of human resource management
occurs in different functions of the
organization, which, if accompanied by
unnecessary additional monitoring of
employee behavior, can in turn lead to the
loss of well-being in the workplace and
reduce the human element in human
resource management. They pointed out
that ethics in human resource
management, the safety and integrity of
data, biased algorithms by programmers,
less data to train artificial intelligence
models, a lack of technical skills of human
resource managers, ignoring values, and
ignoring creative thinking by multifaceted
employees are possible causes of problems

at work. In the pattern analysis of the
current research, these elements were
also obtained, which can be effective in the
concept of artificial intelligence-
augmented human resources
management and guide human resources
towards the desired situation.
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! PRISMA (Preferred Reporting Items for Systematic
Reviews and Meta-Analysis)

23 (sE9ka0 Liige b o3iiagli (Sluil @lio o pogio (sglSeSl .(s3LI St (maids ammmo ¢iiany (lamlie (ggavgo Olsluliso
9B i g inpllas yg50 Sy LSS (89S (liuwl,



Sl silusl @il e ale 4oliliad g3

Journal of Sustainable Human Resource Management

GIRe>

(Xie & Lau, 2023) oy Josllygiws wezsla.) loges

SBsSE egiae Gios L oxincagis
9 Eguas Lbga) (LSS iuu i (LSS
(2SS g (foluan  Ghga)  ((Sm jg2
W sy jgr 9 ddabge (Hlusl gilio gy
Cag 1000 d(jgx0 (st 12 (Pl Rl g ;3300
&lo o pen g (oo WS luwil gl
o g b (lwlid (eghan Ghge g (Sl
poedo b OhLsl el bl sxesplis wlalS
SIS Slellll 1 Jgaz 5> awl gl 390
ol ply slaise Slwl gezgluns pogaz)d

[olf ¢(..b.oPUaJ Ollas) g i;,lg| Gﬁl.l’)n
o2l Wlosl g leasllas W s
o Jolds Dbl (wyp ,o Glegly Sl al>se
plai aSi obds il puolas I (glodyins
owlwly Glogls Hlaise sleejlgads b Wisllas
o> | i 39 ai8)S ,las ;3 §8mo (oawyiwd
il BT g g ugggSanl 8315 8L 1 @y ik
13 Eghan s pagio 45 YorF JI YoV Jlu 5
Gy Sl Ble Copse Olellas
&lo Cupion aulS WledsS Gulwly aidls
ol Rle Copsen  wasadge (Sl

23 Eoan Uhgo b 63uibiugdl (Sluil gilie Cu o pogio 6968 (LTS (it ey ¢ )iy (Jsmlie qggwgo Olslwlize
9ere g diopllas yg50 Sy :QUS)S (WgSb (sl

YV G 15e Olxiio N Eed liali g jlgs NF o)l .A 0,95




YW G 1Fe Olxbs NFold luwali g ylgs NF o)las A 0y

1l Sl golio g jse ale 4olilad o5

Journal of Sustainable Human Resource Management

(,fu‘.mgje Olellas 1gu0) 630> Glmo&gl.g 23 929Cams> yoguas;d IS wlellbl .\ Jgao

Ol BT Qg g wgggSawl siilo iy gobiml laslsuly

(“HRM” OR “Human resources management”) AND (“E-HRM” OR “Elec-
tronic HRM” OR “Electronic Human resource management”) AND (“Smart
HRM” OR “smart Human resources managemet”) AND (“Al-augmented
HRM” OR “Artificial intelligence-augmented HRM” OR “Artificial intelli-

gence-augmented Human resources management”) AND (“AI” OR “Artifi-
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intelligence-HRM” OR “Artificial Intelligence-Human resources manage-

ment”) AND (“Flourishing”) AND (“employee Flourishing”) AND (“well-be-

ing”) AND (“employee well-being”) AND (“well-being oriented HRM” OR
“well-being-oriented Human resource management”)
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