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Abstract

Background and Objective: This research aims to identify, analyze, and
synthesize strategies for addressing ethical challenges in the application of
artificial intelligence in human resource management.

Methodology: A meta-synthesis method was employed to conduct a
systematic study on credible international scientific sources. From an initial
pool of 113 articles, 27 high-quality articles were ultimately selected and
deeply analyzed. Thematic analysis was conducted to identify main themes,
and Shannon entropy technique was applied to rank and determine the relative
importance of themes.

Findings: Three main themes were identified: "Systematic Digital Ethics
Infrastructure™ (including Al ethical governance mechanisms, technical
infrastructure for algorithmic quality assurance, and integrated systems for
sensitive data protection), "Human-Centered Capability Development
Mechanisms" (including approaches to empowerment and digital capability
development, and human-centered participatory decision-making framework),
and "Mechanisms for Ensuring Justice and Systemic Accountability"
(including mechanisms for promoting algorithmic justice and inclusivity, and
systematic transparency and accountability mechanisms). The calculated total
entropy (0.9156) confirmed a balanced distribution and appropriate dispersion
of themes.

Conclusion: The research presents a comprehensive framework for ethical
challenges of artificial intelligence in human resource management,
emphasizing human-centered participatory decision-making framework,
technical infrastructure for algorithmic quality assurance, and mechanisms for
promoting algorithmic justice as the most important solutions. This
framework, focusing on intelligent human-machine collaboration, enables
ethical utilization of artificial intelligence in human resources.

Cite this article: Pedrami, M., Vaezi, S. K. (2025). Managing Ethical Dilemmas of Al in HRM: A Meta-Synthesis Toward
an Integrative Framework. Intelligent Management of Human Capital, 1 (3), 29-56.
d- http//doi.org/10.22034/imhr.2025.527039.1029

Publisher: Human Capital institute, Command and Staff University of I.R.I Army, https://www.imhr.ir

© “Authors retain the copyright and full publishing rights.”

T

Y
-

——
N NI =

DOI: 10.22034/imhr.2025.527039.1029

@080

E7 MG HD

1. MSc., Department of Leadership and Human Capital, Faculty of Public Management and organizational
Science, College of Management, University of Tehran, Iran. E-mail: mohammad.pedrami@ut.ac.ir

2. Associate Prof., Department of Leadership and Human Capital, Faculty of Public Management and
organizational Science, College of Management, University of Tehran, Iran.E-mail: vaezi_ka@ut.ac.ir



https://www.imhr.ir/
mohammad.pedrami@ut.ac.ir
vaezi_ka@ut.ac.ir
https://orcid.org/0009-0002-5611-8238
https://orcid.org/0000-0002-8934-4744

< Q
%

journal

C

-
& R~

Z

Intelligent Management of Human!€apital

https://www.imhri = - Online ISSN: 3060-6950

Managing Ethical Dilemmas of Al in HRM: A Meta-Synthesis Toward
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Extended Abstract

Background and Obijective: Atrtificial intelligence has emerged as a transformative force in human
resource management in the current digital era. This technology significantly enhances organizational
efficiency through data analysis, task automation, and predictive analytics. Today, we witness the
application of intelligent technologies across all HR processes, from recruitment and candidate
screening to task management and performance evaluation, promising improved decision-making,
increased productivity, and cost reduction. Al tools in recruitment offer unprecedented efficiency and
objectivity, capable of analyzing vast volumes of data and providing insights that are not immediately
recognizable to human recruiters. The emergence of Generative Al (GAI) has also provided new
capabilities for generating context-appropriate content in response to user requests. Despite these
advances, the expansion of Al in HR has been accompanied by significant ethical challenges.
Applications such as automated resume screening and video interview assessments have brought
instances of racially and gender-biased decision-making, employee privacy violations, and
organizational justice degradation. The complexity of quantifying human performance indicators and
limitations of HR datasets create specific challenges in this domain. Multiple practical experiences have
shown that Al algorithms can reinforce existing biases in historical data; a prominent example being
Amazon, whose recruitment algorithm inadvertently promoted gender discrimination. Generative Al,
despite its capabilities, has also brought challenges such as algorithmic bias, misinformation, and
cybersecurity concerns. These issues have confronted organizations with complex problems that
traditional HR management theories cannot fully address. In response to these challenges, extensive
research has been conducted on Al ethical principles. Over 300 reports from companies, professional
associations, governments, and NGOs have outlined idealistic principles of human-centered Al. The
Berkman Klein Center has identified eight core themes: privacy, accountability, safety and security,
transparency and explainability, fairness and non-discrimination, human control over technology,
professional responsibility, and promotion of human values. However, studies show that despite these
theoretical advances, only 22% of organizations use advanced analytics in HR, with ethical concerns
being one of the main reasons. This statistic indicates a significant gap between theoretical principles
and practical applications in HR management, necessitating the development of a coherent framework
to ensure digital justice and workforce empowerment. This research adopts a meta-synthesis approach
to identify, analyze, and synthesize strategies for addressing ethical challenges of Al in HR management,
striving to provide a comprehensive framework that simultaneously addresses employee empowerment
and digital justice realization in the Al era.

Methodology: A comprehensive and systematic meta-synthesis process was designed and implemented
to identify and refine relevant articles on strategies for addressing ethical challenges of Al in HR
management. The research was conducted through seven systematic stages following established meta-
synthesis protocols. In the initial stage, 113 articles were extracted from credible international scientific
databases using carefully designed search strategies with relevant keywords including "artificial
intelligence," "human resource management,” "ethical challenges," and their combinations. These
articles underwent a multi-stage refinement process. From the initial 113 articles, 19 articles (17%) were
removed due to duplication across different databases. In the second stage, title review led to the
exclusion of 32 articles (28%) unrelated to the research topic. In the third step, abstract evaluation
resulted in the removal of 24 additional articles (21%). In the fourth stage, in-depth content review of
texts excluded 11 articles (10%) due to insufficient information or methodological inappropriateness.
To ensure the quality of remaining articles, the Critical Appraisal Skills Programme (CASP) was
employed. This evaluation was based on 10 key criteria: (1) clarity of research objectives, (2)
methodological appropriateness, (3) suitable research design, (4) optimal sampling strategy, (5)
adequacy of data collection, (6) researcher-participant interaction, (7) adherence to ethical
considerations, (8) precision in data analysis, (9) clarity of findings, and (10) scientific value of research.
Each criterion was scored on a scale of 0 to 5, with total scores for each article ranging from 0 to 50. All
27 remaining articles achieved scores above 35 and were deemed suitable for final analysis.
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Thematic analysis was conducted using systematic coding procedures, with two independent researchers
performing separate analyses to ensure reliability. Cohen's kappa coefficient was calculated to measure
inter-rater agreement, yielding a value of 0.79, indicating substantial agreement between evaluators and
appropriate validity of the identification and categorization process of ethical challenges.

Findings: The comprehensive analysis revealed that strategies for addressing ethical challenges of Al
in HR management can be categorized into three overarching themes. The first theme, "Systematic
Digital Ethics Infrastructure," encompasses three sub-themes: Al ethical governance mechanisms (17
instances), technical infrastructure for algorithmic quality assurance (21 instances), and integrated
systems for sensitive data protection (14 instances). The high frequency of technical infrastructure for
algorithmic quality assurance demonstrates the fundamental importance of technical dimensions in
creating ethical Al systems. The second theme, "Human-Centered Capability Development
Mechanisms," consists of two sub-themes: approaches to empowerment and digital capability
development (19 instances) and human-centered participatory decision-making framework (26
instances). The high frequency of human-centered participatory decision-making framework with 26
instances indicates the importance of maintaining human roles in Al-based decision-making processes,
showing that despite technological advances, human presence and oversight remain key elements in
strategies for addressing ethical challenges. The third theme, "Mechanisms for Ensuring Justice and
Systemic Accountability," encompasses mechanisms for promoting algorithmic justice and inclusivity
(20 instances) and systematic transparency and accountability mechanisms (19 instances). The relatively
balanced distribution of frequencies in this theme shows that issues related to justice and transparency
hold equal importance in ethical Al governance. The calculated total entropy value of 0.9156 confirmed
a balanced distribution and appropriate dispersion of identified themes, indicating comprehensive
coverage of the research domain. The analysis revealed that human-centered participatory decision-
making framework, with the highest frequency, represents the most critical strategy, followed by
technical infrastructure for algorithmic quality assurance and mechanisms for promoting algorithmic
justice, demonstrating the necessity of a multi-faceted approach.

Conclusion: This research presents a comprehensive three-dimensional framework for addressing
ethical challenges of Al in HR management through systematic integration of infrastructure, human-
centered capabilities, and systemic justice mechanisms. The framework emphasizes the critical
importance of maintaining human agency in Al-driven processes while ensuring technical excellence
and systemic fairness. The findings indicate that successful ethical Al implementation in HR requires
simultaneous attention to technical infrastructure, human empowerment, and justice mechanisms rather
than focusing on individual aspects in isolation. The proposed framework offers practical guidance for
managers, policymakers, and researchers in ethically implementing Al in HR processes. It bridges the
identified gap between theoretical principles and practical applications by providing actionable
strategies that organizations can implement to ensure digital justice and workforce empowerment. The
research contributes to the growing body of knowledge on Al ethics by offering a specialized framework
for HR contexts, moving beyond generic ethical principles to domain-specific solutions. The multi-
dimensional approach presented in this study enables organizations to develop comprehensive ethical
Al strategies that address technical, organizational, and human factors simultaneously. This holistic
perspective is essential for creating sustainable and ethical Al implementations that benefit both
organizations and their workforce while maintaining human dignity and promoting digital justice in the
evolving landscape of Al-driven HR management.

Keywords: Artificial Intelligence, Human Resource Management, Digital Ethics, Meta-Synthesis,
Algorithmic Justice
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