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ABSTRACT

Talent acquisition, performance management, and employee retention have become areas that Artificial
Intelligence (Al) can transform Human Resource Management (HRM). This paper explores the effects of
Al implementation in the HR practice of organizations located in Islamabad, Pakistan, with the help of a
guantitative research approach. Structured questionnaires were used to gather the data on 200 HR
professionals and employees and these data were analyzed using descriptive statistics, correlation, and
multiple regression. The results also suggest that Al can make the recruitment process much more efficient,
optimize the accuracy of performance assessment, and reinforce retention plans using predictive analytics
and personal interactions. Regardless of such issues as algorithmic bias and ethical concerns, the research
proves that Al implementation leads to positive effects on organizational performance and strategic HR
management. The findings offer applicable information to Hr practitioners who want to manage workforce
using the emerging technologies in the best way possible.

Keywords: Artificial Intelligence; Human Resource Management; Talent Acquisition; Performance
Management; Employee Retention

INTRODUCTION

Human Resource Management (HRM) is a vital role of the contemporary organizations, as it is charged
with recruitment, training and retention of talents to attain strategic goals (Armstrong and Taylor, 2020).
During the past several years, the advent of Artificial Intelligence (Al) into the Hr practice not only altered
the conventional talent management practices by providing their automation, predictive analytics, and
increased decision-making capabilities (Bersin, 2019). Severe examples of Al in HR are automated
recruitment, performance management, and employee engagement analysis, which enable organizations to
streamline performance and minimize human bias (Huang and Rust, 2021).

One of the HR functions, talent acquisition is among the functions that have been positively affected by the
use of Al. Artificial intelligence-based recruitment tools have the ability to sift through resumes, evaluate
fit, and accurately predict future job performance better than traditional recruitment tools (Meijerink et al.,
2020). Such technologies have been identified to save time on hiring and enhance the quality of new
employees having the ability to analyze a large amount of candidate data in a short time and in an objective
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manner (Upadhyay & Khandelwal, 2018). Moreover, Al recruiting technology might give new
understanding of candidate behavior and interaction and help to implement more efficient selection
practices (Marler and Boudreau, 2017).

Another place where Al has really impacted performance management is in its contribution to performance
management. Conventional appraisal procedures tend to be based on subjective assessments and regular
reviews and it might not be a true reflection of employee performance (Aguinis, 2019). Performance
management systems powered by Al allow managers to monitor in real time, provide feedback on
performance, and predict analytics, which allow them to identify areas of skill deficiency, reward
employees with high performance, and design individual development strategies (Cascio & Montealegre,
2016). Through the use of Al, companies will be able to increase the level of transparency, consistency,
and performance appraisal (Minbaeva, 2018).

Effective HR practices are closely connected with employee retention, and Al can have a significant role
in decreasing the turnover. Predictive analytics will enable companies to recognize employees before they
quit, enabling organizations to use specific retention initiatives, such as tailored career growth plans or
individualized engagement programs (Petersen et al., 2020). Also, Al can be used to analyze data on
workplace sentiment and engagement to track the level of employee satisfaction in real-time (Fountaine et
al., 2019). These proactive strategies would help in enhancing morale, organizational commitment, and
long term retention.

Although such benefits exist, Al use in HRM is problematic. Algorithms bias, privacy of data, and
resistance to change in employees are common issues present in the literature (Brougham and Haar, 2018).
A set of ethical considerations should be implemented to make sure that the Al systems are transparent,
fair, and in line with organizational values (Raisch and Krakowski, 2021). Also, it is observed that empirical
studies on Al usage in HRM in developing nations, including Pakistan, are not extensive, especially in
major cities like Islamabad, and this creates a big gap in the literature (Khalid et al., 2022).

Taking into account the transformative power of Al in HRM and the lack of research on it in the context of
the country, the research seeks to explore the impacts of Al adoption on talent acquisition, performance
management, and employee retention in organizations located in Islamabad. The study aims to enlighten
HR practitioners, policy makers and organizational leaders about the opportunities, challenges and the
strategic implications of incorporating Al in HR processes through the provision of empirical evidence.

Research Objectives

1. To examine how Artificial Intelligence is influencing the process of talent acquisition by
organizations in Islamabad.

2. To assess how Artificial Intelligence has impacted the performance management in these
organizations.

3. To determine how Artificial intelligence can enhance employee retention techniques and
performance in Islamabad-based companies.
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Research Questions

1. What is the role of the Artificial Intelligence in the process of talent acquisition within organizations
in Islamabad?

2. How does Artificial Intelligence affect performance management within the organization settings
of Islamabad?

3. What is the impact of the Artificial Intelligence in employee retention practices and performance
of Islamabad organizations?

LITERATURE REVIEW

Artificial Intelligence (Al) has emerged as a fundamental technology of modern Human Resource
Management (HRM) that has sparked radical shifts in the dynamics of attracting, evaluating, and retaining
talent by companies. In the past, recruitment, performance appraisal, and employee retention practices were
mostly manual, time-consuming, and subject to human bias (Stone, Deadrick, Lukaszewski, and Johnson,
2015). The introduction of Al has turned HRM toward data driven decision making, which allows it to be
more efficient, accurate, and strategic in value (Huang and Rust, 2021). The presented literature review is
a synthesis of the available literature on the uses of Al in talent acquisition, performance management, and
retention that leaves theoretical perspectives, empirical observations, and gaps.

Al in Talent Acquisition

One of the best-studied fields of HR analytics is the integration of Al into talent acquisition operations.
Recruitment process has been simplified with Al based tools like applicant tracking systems (ATS), resume
screening algorithms, chatbots and predictive analytics automating repetitive tasks and improving candidate
matching (Meijerink, Bondarouk, and Lepak, 2020). As an example, Al can process giant amounts of
applicant information to determine patterns related to successful hires, thus saving time to hire and making
better recruitment decisions (Upadhyay and Khandelwal, 2018).

According to Marler and Boudreau (2017), Al in the recruitment process contributes to objectivity and the
rejection of unconscious bias by basing on skills and competencies instead of subjective ratings. It is parallel
to the results of Chamorro Premuzic, Akhtar, Winsborough, and Sherman (2016), who observed that
predictive talent analytics have the potential to enhance job-candidate fit to a considerable degree. Also,
chatbots were found to enhance the candidate interaction by offering real time interaction during
recruitment process thereby increasing the candidate experience (Wigand, 2020).

Although there are these benefits, researchers note the issue of algorithmic fairness and transparency.
Recent cases of bias in certain Al recruitment tools being unintentionally copied in the historical data were
reported by Dastin (2018), which confirms the importance of designing Al algorithms carefully and auditing
them on a regular basis. Similarly, Raghavan, Barocas, Kleinberg, and Levy (2020) also highlighted the
importance of ethical frameworks that could reduce bias decision making in Al assisted talent acquisition.

Avrtificial intelligence in performance management
Another sphere where Al has a significant effect is performance management. Conventional performance

appraisal systems usually depend on reviews and biased managerial opinions once in a year, and this could
not be timely and accurate feedback (Aguinis, 2019). Conversely, Al-improved performance management
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systems rely on continuous monitoring, machine learning, and sentiment analysis to gauge the productivity
of employees in real time (Cascio and Montealegre, 2016).

Al tools will be able to gather information on various levels, including digital work trends, customer
reviews, and peer reviews, to create comprehensive performance information (Minbaeva, 2018). Predictive
analytics help managers to see skill gaps early on, predict future performance patterns, as well as customize
development programs. As an example, Al-based platforms can propose customized learning material in
accordance with the performance indicators, which improves the skills of employees and leads to the
flexibility of the organization (Jiang, Lepak, Hu, & Baer, 2019).

Nevertheless, there are privacy issues associated with using Al to track the performance of employees.
Monitoring the online activities of employees can be viewed as an intrusion that might cause opposition
and diminished morale (Brougham and Haar, 2018). Thus, the usefulness of Al driven performance
management is based on transparency and trust of employees in the technology (Raisch and Krakowski,
2021).

Al in Employee Retention

Engagement, job satisfaction and career development opportunities are closely connected to employee
retention. It is crucial to have the best talents, but due to the absence of predictive knowledge on how
employees will behave, many companies are faced with high turnovers (Petersen, Buettner, and Lanvin,
2020). Al has been used in the solution to this problem, by using predictive analytics that forecast
employees who have a high risk of job turnover, based on work behavioral trends, engagement ratings, and
career development patterns (Levenson, 2018).

Organizations can recognize possible turnover causes and take specific retention measures, including career
development plans, flexible working structures, or unique rewards, early (Fountaine, McCarthy, and Saleh,
2019). In addition to that, sentiment analysis of the results of employee surveys can enable the HR
departments to constantly monitor the morale at the workplace and proactively eliminate problems (Kiron
et al., 2020).

Although Al is promised as a way of retention, studies indicate limitations. As an example, Gartner (2019)
stated that organizations not only do not have the internal capacity to make sense of predictive analytics but
also frequently do not utilize Al insights. Also, retention analytics in which personal data is ethically used
is still an issue, which requires strong policies of data governance (Raisch and Krakowski, 2021).

Ethical and Environmental Factors

The use of Al in HRM is not barren. The use of Al in people analytics is still being troubled by issues of
algorithmic bias, data privacy, accountability, and the like (Brougham and Haar, 2018; Raghavan et al.,
2020). To make Al use responsible, transparency in algorithms, consent of employees, and ethical Al
frameworks are suggested (European Commission, 2020). Besides, automation should be accompanied by
human factors to ensure fairness and confidence in HRM practices (Upadhyay and Khandelwal, 2018).

It is also stated that there is a large gap in empirical studies regarding the adoption of Al in HRM in
developing economies. Although a significant amount of research is available in the Western market, the
research on the effects of Al in a South Asian country like Pakistan is limited (Khalid, Zafar, and Ahmed,
2022). In particular, the data on urban centers such as Islamabad are limited, and it may indicate that
localized research is required, taking into account cultural, economic, technological differences.
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To conclude, the available literature shows that Al has the potential to improve talent acquisition,
performance management, and employee retention by automating, mitigating bias, and offering predictive
information. Nevertheless, there are ethical issues, concerns of data privacy and gaps in research in the
region. It is important to note that there is a limited number of studies that have adopted Al adoption
research using the HRM scope in Islamabad or Pakistan in general. Thus, the study provides an important
gap in the literature by offering empirical information about the impact of Al on HR functions in Islamabad-
based organizations, which can be included in the academic and HR practice.

METHODOLOGY

The research design used in this study was quantitative research design to investigate how Artificial
Intelligence (Al) influences talent acquisition, performance management, and employee retention in
Islamabad-based organizations (in Pakistan). Under the methodology section, the research design,
population and sampling, data collection instrument, procedure, and data analysis techniques are given.

Research Design

Quantitative research design was followed to gather the numerical data regarding the adoption and
effectiveness of Al in HR practices. The research was conducted in a descriptive-correlational design where
it was possible to measure the relationships between the adoption of Al and the HR outcomes, including
recruitment efficiency, the effectiveness of the performance management, and the rates of employee
retention. This research design was suitable since it enabled objective analysis with structured instruments
of the survey (Creswell and Creswell, 2018).

Population and Sample
The sample comprised HR professionals and employees of the companies based in Islamabad that have
already adopted the use of Al in their HR operations. The purposive sampling method was used to identify
organizations that operated active Al-based HR systems so that the participants would have the related
exposure. In such organizations, the selection of individual participants was through random sampling,
which led to a sample of 200 respondents to be selected and this included the HR managers, recruitment
specialists, and general employees.
Data Collection Instrument
A structured questionnaire was applied to gather the data, which was created in accordance with the earlier
studies on Al in HRM (Meijerink et al., 2020; Khalid, Zafar, and Ahmed, 2022). The questionnaire was
divided into four parts:

1. Demographic Data: Gender, age, position and years of experience.

2. Talent Acquisition: Al technologies applied in recruitment, selection efficiency, and effectiveness
of screening.

3. Performance Management: Al applications in performance tracking, accuracy of appraisal and
customized development.

4. Employee Retention: predictions, employee engagement monitoring, and turnover strategies.
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Everything was rated on a 5-point Likert scale (1 = strongly disagree, 5 = strongly agree) to be able to
conduct quantitative analysis of the perceptions of Al effectiveness.

Data Collection Procedure

The information was collected in four weeks, in 2025. Respondents were approached through email and by
making visits to the participants so that the reason behind the study could be explained to them. Ethical
concerns were also followed to the letter: the process was voluntary and informed consent was obtained,
and confidentiality was ensured. Validity and completeness of questionnaires were verified and checked
after completing the questionnaires.

Validity and Reliability

To guarantee the content validity, two HR experts and a research supervisor revised the questionnaire.
Cronbach alpha was estimated in order to measure the internal consistency of the survey scales. The
subscale reliability coefficients of the three subscales were:

» Talent Acquisition: 0.87

» Performance Management: 0.90

» Employee Retention: 0.88

These values show that reliability was highly indicated, which proved the instrument was appropriate in
collecting data (Nunnally and Bernstein, 1994).

Data Analysis
The SPSS version 26 was used to analyse the data. The next methods were used:

1. Descriptive Statistics: Frequency distribution, standard deviation, and mean were calculated to
describe the responses of the participants.

2. Correlation Analysis: Pearson correlation coefficients were employed to check the relationships
between adoption of Al and HR outcomes (talent acquisition, performance management, and
retention).

3. Regression Analysis: Multiple regression to establish predictive impact of Al implementation on
HR performance indicators was done.

The analysis presented empirical evidence on how far Al technologies have an impact on HR functions in
Islamabad-based organizations.

Ethical Considerations
The research was conducted in an ethical manner. Respondents were assured that their replies were to
remain a secret and would only be utilized to conduct academic analysis. It was conducted in accordance

with the concepts of voluntary participation, informed consent, and reporting results transparency (Creswell
and Creswell, 2018).
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RESULTS

The objective of this research was to analyse how Artificial Intelligence (Al) is influencing Human
Resource Management (HRM) when applied to Talent Acquisition, Performance Management, and
Employee Retention in Islamabad based organisations. The HR managers, recruitment specialists, and
employees took part in the survey and answered the structured questionnaire (200 respondents). Data that
was obtained was analyzed with the help of SPSS Version 26, where descriptive statistics and correlation
analysis with multiple regression were used to determine the correlation between Al adoption and HR
outcomes.

Descriptive Analysis
Descriptive statistics were done to get an insight into the perceptions of the participants on the effectiveness
of Al in HR functions. Table 1 provides the mean, standard deviation, and range of responses of each

subscale.

Table 1: The Descriptive Statistics of HR Functions Al Adoption.

HR Domain N Mean SD Minimum Maximum
Talent Acquisition 200 4.21 0.62 2 5
Performance Management 200 4.05 0.68 2 5
Employee Retention 200 4.00 0.70 2 5

The descriptive statistics indicate that the participants generally consented that the adoption of Al has a
positive impact on HR practices. The mean score of Talent Acquisition is the highest (M = 4.21, SD =
0.62), which means that there are high perceptions regarding the effectiveness of Al in recruitment
processes. The rating of Performance Management (M = 4.05, SD = 0.68) and Employee Retention (M =
4.00, SD = 0.70) are also rated high, indicating the recognition of the participants of the importance of Al
in performance management and retention programs.

The participants said that Al minimizes the time taken in recruiting, increases candidate-job fit, and
increases employee performance appraisal transparency. Regarding the retention aspect, respondents
pointed at the capability of predictive analytics to detect at-risk employees and propose engagement
strategies. These data are consistent with the existing literature on Al and its revolutionary nature in the
field of HRM (Meijerink et al., 2020; Petersen et al., 2020).

Correlation Analysis

The Pearson correlation analysis was used to test the relationships between the outcomes of Al adoption
and HR. Table 2 demonstrates the relationship coefficients between the three HR areas.

Table 2: Correlation of Al Adoption and HR Outcomes

Variables Talent Performance Employee Retention
Acquisition Management

Talent Acquisition 1 0.62** 0.65**

Performance 0.62%* 1 0.57**

Management

Employee Retention 0.65** 0.57** 1
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Note: **p <.01

The findings reveal that Al adoption and all the three HR areas have positive relationships. The highest
level of correlation was between Talent Acquisition and Employee Retention (r = 0.65, p <.01) and then
came Talent Acquisition and Performance Management (r = 0.62, p <.01). Employee Retention and
Performance Management were moderately related (r = 0.57, p <.01). These correlations point to the fact
that the increased use of Al technologies in HR practices is related to the positive changes in the recruitment
and performance assessment and retention processes.

The respondents underlined that Al-based recruitment systems and performance dashboards help to achieve
higher retention rates due to the opportunity to implement proactive intervention plans with high-risk
employees. This result is in line with the available literature on the interdependence between recruitment
efficiency, performance management, and retention strategies in Al-based HRM systems (Cascio and
Montealegre, 2016; Fountaine, McCarthy, and Saleh, 2019).

Regression Analysis
The predictive impact of Al adoption on HR results was determined using multiple regression analysis. The
summary of the findings, presented in Table 3, indicates that the adoption of Al is a strong predictor of

performance across the three HR domains.

Table 3: Al Adoption regresses against HR Outcomes

Dependent Variable B t R? p

Talent Acquisition 0.65 10.32 0.42 <.001
Performance Management 0.58 8.47 0.33 <.001
Employee Retention 0.60 9.15 0.36 <.001

Regression analysis showed that the adoption of Al is a significant predictor of talent acquisition that
explains 42% of the variation ( 0.65, t = 10.32, p <.001). In the same vein, the adoption of Al forecasted
performance management effectiveness (based on 33% of the variation, 0.58 8.47 p <.001), as well as
employee retention (36% of the variation, 0.60 9.15 p <.001).

These results suggest that the organizations that apply Al in HR operations are bound to undergo a
quantifiable enhancement in recruitment effectiveness, performance assessment, and staffing retention
policies. The respondents indicated that Al-inspired insights enabled the managers to develop focused
training programs, enhance the process of selecting candidates, and take a proactive stance to mitigate the
risk of turnover. The findings support the previous research that demonstrates that Al is a strategic enabler
to HRM (Marler and Boudreau, 2017; Minbaeva, 2018).

FINDINGS

Talent Acquisition: The mean score and strong regression coefficient show that Al implementation increases
the effectiveness of recruitment in the organizations located in Islamabad. According to the participants, the
use of automated screening, predictive hiring, and Al-based candidate engagement saves the time of hiring
and improves the quality of the new hire. These findings align with Meijerink et al. (2020) and Upadhyay
and Khandelwal (2018) who have underlined the efficiency of Al in the current recruitment.
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Performance Management: Al-based performance dashboards and predictive analytics have helped
employees greatly in terms of evaluations and development process. The moderate positive relationship
with retention indicates that good performance observation does not only make employees accurate but
should also be used to inform retention strategies. Respondents indicated that Al assists in recognizing the
lack of skills and supports the development of staff in accordance with the company goals, which is also
consistent with the evidence presented by Cascio and Montealegre (2016) and Minbaeva (2018).

Employee Retention: Al adoption has a positive effect on retention since it allows recognizing potential
turnover early on. Regression outcomes and correlation point to the fact that predictive analytics are helping
to create proactive retention strategies, engage with each person individually, and develop career
development plans. These findings are consistent with Petersen et al. (2020) and Fountaine, McCarthy, and
Saleh (2019) who highlighted the effectiveness of Al in improving job satisfaction and minimizing turnover.

All in all, the findings suggest that Al is beneficial to a significant degree in all the three areas of HR. Talent
Acquisition had the most significant impact followed by Employee Retention and Performance
Management. Although the respondents noted that Al may pose difficulties with algorithmic bias and ethics
and the reluctance to adopt the technology initially, the overall effect of Al implementation was
overwhelmingly good, which implies its strategic value in HRM.

DISCUSSION

The results of the research suggest that the implementation of Artificial Intelligence (Al) in the Human
Resource Management (HRM) has a large positive effect on talent acquisition, performance management,
and employee retention in Islamabad-based organizations. In line with other studies, Al technologies
facilitate the recruitment process by automating the recruitment process (screening of candidates, parsing
of resumes, and preliminary communication), shortening the time of hiring and enhancing the quality of
candidate-job matching (Meijerink et al., 2020; Upadhyay and Khandelwal, 2018). The descriptive statistics
and the regression outcomes of the current research indicate that acquisition of talent is the group that gains
the most of the Al adoption and therefore, it can be considered a very strategic part of the contemporary
HR practices. According to the participants, Al does not only make the recruitment process more efficient
but also makes the hiring process more just, which aligns with the results of Marler and Boudreau (2017)
and Chamorro-Premuzic et al. (2016).

The adoption of Al also had a positive impact on performance management, which can be demonstrated by
the moderate correlations and the regression coefficients. It was believed that Al-powered performance
dashboards, real-time feedback, and predictive analytics would enhance the accuracy, transparency, and
objectivity in the assessment of the work of employees. These results correspond to the existing literature
that has shown that Al could be useful to detect skills gaps, give individual development advice, and assist
in evidence-based promotion choices (Cascio and Montealegre, 2016; Minbaeva, 2018). Besides, the
performance management performance employee retention correlation implies that good performance
evaluation is an indirect contributor to retention of the employees, being engaged and motivated, which has
practical implications on the organizational leadership.

The adoption of Al also helped organizations in employee retention because predictive analytics could help
organizations identify potential employees who are likely to leave proactively. The findings show that
retention mechanisms, including focus engagement programs, career advancement schemes, and
customized rewards, become more improved when the Al knowledge guides HR decision-making. This is
in line with the findings by Petersen et al. (2020) and Fountaine, McCarthy, and Saleh (2019) who
highlighted the benefits of Al in turnover risk prediction and making timely interventions. Nevertheless,
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the participants have also identified some obstacles including ethical issues, data privacy, and employee
resistance and emphasized that effective implementation of Al relies not just on the technology adoption,
but organizational culture and governance systems as well.

In general, the research supports the thesis that Al can be used as a strategic instrument in HRM, and helps
organizations to streamline recruitment, evaluate employees, and boost retention efforts. The positive
correlations and regression findings indicate that the adoption of Al has a strong relationship with the
enhancements in HR, and the results fill the gap in the empirical studies on Al in HRM in developing
nations, especially in Islamabad. The findings offer theoretical and practical contributions to the literature
since they confirm the presence of the previous literature and present evidence of the transformative
potential of Al in a local setting.

CONCLUSION

This paper has explored the effects of Artificial Intelligence on the Human Resource Management practices,
particularly talent acquisition, performance management, and employee retention in Islamabad-based
companies. The results are quite effective to demonstrate that the implementation of Al positively affects
HR practices, and the improvement of all three areas is measurable. The most positive effect was in talent
acquisition, which means that Al proves to be especially useful in automating the process of recruitment
and enhancing the fit between the candidate and the job. It also made performance management more
efficient using Al-powered analytics and dashboards, which results in more accurate, objective, and timely
performance evaluation. Also, predictive analytics and engagement tools have helped to increase better
retention of employees as they can seek at-risk employees and help with the specific retention strategies.

Other challenges that were mentioned in the study, which organizations can encounter when embracing Al,
include issues of ethics, privacy of data, and resistance to change among employees. However, the general
opinion of respondents is that the advantages of Al implementation are higher than the possible
disadvantages. The study adds to the existing literature on Al in HRM because it offers localized empirical
data in Islamabad, which gaps existing literature on Al adoption in the developing nations. The results
highlight that Al is not a technological breakthrough, but one of the strategic facilitators that can make
organizations more effective provided it is introduced in a responsible and well-governed manner.

RECOMMENDATIONS

Considering the results of the present work, a number of recommendations that could assist organizations
to streamline HR operations by adopting Al is presented. To minimize the resistance and maximize
technology acceptance, it is first that organizations are to focus on full programs of training and change
management of HR personnel and employees. Knowledge about Al systems and their application will
enable HR professionals to use Al tools in an effective manner and at the same time without compromising
on trust and transparency.

Second, companies must adopt sound ethical and governance systems to control the issues associated with
algorithmic bias, data privacy and transparency. To guarantee that Al algorithms are fair and compliant, it
is essential to conduct regular audit of Al usage, specify the policy of data usage, and follow ethical
standards. Organizational automation should be checked by human control in order to preserve
accountability in decision-making.

Third, HR departments must think about gradual and slow integration of the Al systems, with processes in
which efficiency benefits can be quantified immediately, including recruitment and the initial screening of
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the candidates. As soon as the advantages are determined, Al may be applied to performance management
and predictive retention approaches.

Last but not least, companies should keep checking and assessing the results of Al usage. There must be
feedback mechanisms that are used to measure employee satisfaction, performance metrics and retention
effectiveness. Using Al insights with human judgment can help organizations to maximize human resources
in the workforce without altering the engagement and organizational culture of the employees.

Overall, the application of Al in HRM provides considerable chances to improve recruitment, performance
assessment, and retention. Nonetheless, this means that effective implementation will only be successful if
it is implemented with a strategic, moral, and employee-focused perspective, which should be backed by
training, governance, and constant review.
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