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ABSTRACT 

This paper presents a feasibility study on the integration of artificial intelligence (AI) into human 

resource (HR) practices within the manufacturing sector of China. With the rapid advancement of 

AI technologies, industries worldwide are exploring its potential applications to streamline 

operations and enhance efficiency. However, the adoption of AI in HR functions, particularly within 

manufacturing companies in China, remains relatively unexplored. This study aims to assess the 

feasibility of implementing AI-driven solutions in various HR processes such as recruitment, 

training, performance evaluation, and employee engagement. The research methodology involves a 

combination of qualitative and quantitative approaches. Primary data will be collected through 

surveys, interviews, and focus group discussions with HR professionals, managers, and employees 

from a diverse range of manufacturing companies across different regions in China. Additionally, 

secondary data from relevant literature, industry reports, and case studies will be analysed to gain 

insights into current trends, challenges, and best practices associated with AI adoption in HR. Key 

factors influencing the feasibility of AI integration will be examined, including technological 

readiness, organizational culture, regulatory environment, cost-benefit analysis, and potential socio-

economic implications. The study will also explore the perceived benefits and concerns regarding 

the use of AI in HR practices, such as improved recruitment accuracy, enhanced employee 

productivity, data privacy concerns, and ethical considerations. Furthermore, the research will 

identify potential barriers and enablers to successful AI implementation and provide 

recommendations for policymakers, HR practitioners, and organizational leaders to navigate the 

challenges and leverage the opportunities presented by AI in the manufacturing sector. By shedding 

light on the feasibility and implications of AI adoption in HR practices, this study seeks to contribute 

to the ongoing discourse on the future  of work and technological innovation in China's 

manufacturing industry. 
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I.  INTRODUCTION 

Human resource practices within manufacturing companies in China have undergone significant evolution 

in recent years, driven by both internal organizational needs and external market dynamics. According to a study 

by Li et al. (2020), the transition towards more sophisticated HR practices in Chinese manufacturing firms has 

been propelled by factors such as globalization, technological advancements, and changing workforce 

demographics. Traditional HR functions such as recruitment, training, performance management, and employee 

relations have been redefined to align with the demands of a competitive global marketplace. For instance, there 

has been a notable shift towards data-driven recruitment strategies leveraging AI and big data analytics to identify 

and attract top talent efficiently (Zhang & Liu, 2019). Moreover, manufacturing companies in China are 

increasingly investing in employee development programs to enhance skills and competencies in response to 

automation and digitalization trends (Liu & Shuai, 2021). These transformations underscore the importance of 

understanding and adapting HR practices to meet the evolving needs of the manufacturing sector in China, 

ensuring organizational agility and competitiveness in the global arena. 

On the other hand, artificial intelligence (AI) has emerged as a transformative technology with profound 

implications for human resource (HR) practices across various industries. In the context of HR, AI offers 

unprecedented opportunities to streamline processes, enhance decision-making, and optimize workforce 

management. Research by Marler and Boudreau (2017) highlights the potential of AI applications in recruitment 

and selection, where algorithms can analyze vast amounts of data to identify suitable candidates more efficiently 

and objectively than traditional methods. Furthermore, AI-powered chatbots and virtual assistants are 

increasingly being utilized to improve employee engagement and provide personalized support, as demonstrated 

in studies by Mihara et al. (2020). However, the integration of AI into HR practices also raises ethical and 

regulatory concerns regarding data privacy, bias mitigation, and algorithmic transparency (Davenport, 2019). As 

organizations navigate the complexities of AI adoption in HR, it is crucial to balance technological innovation 

with ethical considerations and human-centric values to realize the full potential of AI while ensuring fair and 

equitable treatment of employees. 

The integration of artificial intelligence (AI) into human resource (HR) practices offers significant potential 

for organizations to gain a competitive advantage in today's dynamic business landscape. Research by Rasmussen 

et al. (2018) underscores the role of AI in enhancing HR efficiency and effectiveness, thereby enabling 

organizations to allocate resources strategically and focus on core business objectives. By automating repetitive 

tasks such as resume screening and scheduling interviews, AI frees up HR professionals to concentrate on more 

strategic activities like talent development and succession planning. Moreover, AI-driven predictive analytics can 

help identify patterns and trends in workforce data, enabling proactive decision-making and risk mitigation 

(Sharma & Bhatt, 2020). Organizations that leverage AI in HR practices are better equipped to attract, retain, and 

develop top talent, fostering a culture of innovation and agility. However, achieving a sustainable competitive 

advantage through AI requires a holistic approach that aligns technology investments with organizational goals, 

employee capabilities, and ethical considerations (Gupta & George, 2016). By embracing AI responsibly and 
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integrating it seamlessly into HR practices, organizations can unlock new opportunities for growth, 

differentiation, and long-term success in an increasingly digitalized world. 

A. Problem Statement  

The feasibility study on the application of artificial intelligence (AI) in human resource (HR) practices among 

manufacturing companies in China addresses several critical challenges. One significant problem is the readiness 

of manufacturing firms to adopt AI technologies effectively. Research by Chen et al. (2019) suggests that while AI 

holds promise for improving HR processes, many organizations lack the necessary infrastructure, skills, and 

resources to implement AI solutions successfully. Additionally, cultural factors and organizational resistance to 

change may impede the integration of AI into HR practices (Zhang & Liu, 2021). Moreover, the regulatory 

landscape surrounding data privacy and security in China presents unique challenges for AI adoption in HR, 

necessitating careful consideration of legal and compliance issues (Yang et al., 2020). Furthermore, concerns about 

the potential displacement of human workers by AI and its impact on job roles and employment patterns need to 

be addressed to ensure the ethical and equitable deployment of AI in HR within the manufacturing sector (Chen 

& Huang, 2020). By identifying and addressing these challenges, the feasibility study aims to provide insights and 

recommendations to support informed decision-making and successful implementation of AI-driven HR practices 

in manufacturing companies in China. 

II. LITERATURE REVIEW 

A. Human Resource Practices 

Defining human resource (HR) practices is crucial for understanding the functions and responsibilities within 

an organization's HR department. HR practices encompass a wide range of activities aimed at managing an 

organization's workforce effectively. According to Armstrong (2014), HR practices can be broadly categorized into 

areas such as recruitment and selection, training and development, performance management, compensation and 

benefits, employee relations, and HR planning. These practices are essential for attracting, retaining, and 

developing talent, as well as fostering a positive work environment conducive to employee productivity and 

organizational success. Additionally, HR practices play a critical role in aligning the goals and objectives of 

individual employees with those of the organization, thereby contributing to overall strategic objectives (Boxall 

& Purcell, 2016). Moreover, HR practices are influenced by various internal and external factors, including 

organizational culture, industry regulations, technological advancements, and socio-economic trends (Guest, 

2017). By defining HR practices comprehensively and understanding their strategic significance, organizations 

can develop effective HR strategies that support business goals and enhance competitive advantage. 

Human resource practices are often grounded in various theoretical frameworks that help explain their 

underlying principles and guide their implementation within organizations. One such influential theory is the 

Resource-Based View (RBV) of the firm. According to this perspective, organizations possess unique resources 



DREAM JOURNAL - VOL. 03, ISSUE 02, 2024 

72 

 

and capabilities that can be a source of sustained competitive advantage (Barney, 1991). In the context of HR 

practices, the RBV suggests that human resources represent a critical organizational asset that can contribute 

significantly to competitive advantage through their strategic management and development (Wright et al., 1994). 

This theory emphasizes the importance of aligning HR practices with organizational objectives, leveraging human 

capital effectively, and developing a skilled and motivated workforce to enhance organizational performance and 

competitiveness. Moreover, Institutional Theory provides insights into how external institutional pressures shape 

HR practices within organizations. Institutional pressures, such as industry norms, regulatory requirements, and 

societal expectations, influence the adoption and implementation of HR practices (DiMaggio & Powell, 1983). By 

understanding the underpinning theories of HR practices like the RBV and Institutional Theory, organizations 

can develop HR strategies that capitalize on internal resources while also responding effectively to external 

pressures and expectations. 

B. Artificial Intelligence  

Defining artificial intelligence (AI) in the context of human resource (HR) practices involves understanding 

its application and capabilities within the HR domain. AI refers to the development of computer systems that can 

perform tasks that typically require human intelligence, such as learning, problem-solving, and decision-making 

(Russell & Norvig, 2021; Ahmed et al., 2020). In HR practices, AI encompasses a range of technologies and 

techniques, including machine learning, natural language processing, and predictive analytics, to automate and 

enhance various HR functions. For instance, AI-powered algorithms can analyze vast amounts of data from 

resumes, job descriptions, and employee performance metrics to streamline recruitment processes and identify 

top talent more efficiently (Marler & Boudreau, 2017). Moreover, AI chatbots and virtual assistants are 

increasingly being used to provide personalized support to employees, answer HR-related queries, and facilitate 

communication within organizations (Dery et al., 2020). Additionally, AI-driven predictive analytics enable HR 

professionals to make data-driven decisions regarding workforce planning, talent management, and employee 

engagement strategies (Sharma & Bhatt, 2020). By defining AI for HR practices, organizations can leverage its 

capabilities to optimize HR processes, improve decision-making, and enhance overall organizational performance 

in a rapidly evolving digital landscape. 

The underpinning theory behind the integration of artificial intelligence (AI) in human resource (HR) practices 

draws from several theoretical frameworks, notably the Resource-Based View (RBV) and Institutional Theory. 

The RBV posits that organizations possess unique resources and capabilities that can contribute to sustained 

competitive advantage (Barney, 1991). In the context of AI for HR practices, this theory suggests that AI 

technologies represent valuable resources that can be leveraged to enhance HR efficiency, effectiveness, and 

strategic alignment. AI-driven tools and algorithms enable organizations to optimize various HR functions, 

including recruitment, training, performance management, and employee engagement, thereby strengthening 

their competitive position in the market (Marler & Boudreau, 2017). Moreover, Institutional Theory emphasizes 

the role of external institutional pressures in shaping organizational practices and behaviors (DiMaggio & Powell, 
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1983). In the context of AI adoption in HR, institutional pressures such as industry norms, regulatory 

requirements, and societal expectations influence the pace and extent of AI implementation within organizations. 

By understanding these underpinning theories, organizations can develop AI strategies that capitalize on internal 

resources while also responding effectively to external pressures, thereby maximizing the benefits of AI in HR 

practices. 

III.  CONCEPTUAL DEVELOPMENT 

The feasibility study on the application of artificial intelligence (AI) in human resource (HR) practices requires 

a robust research design to assess the viability and potential challenges associated with AI adoption. A mixed-

methods approach combining qualitative and quantitative research methods would be beneficial in providing a 

comprehensive understanding of the feasibility of AI integration in HR practices among manufacturing companies 

in China. Qualitative methods such as interviews, focus group discussions, and case studies can help gather in-

depth insights into stakeholders' perspectives, organizational readiness, and potential barriers to AI adoption 

(Creswell & Creswell, 2017). These qualitative data can complement quantitative data obtained through surveys 

and statistical analysis, which can be used to quantify the extent of AI implementation, assess its impact on HR 

processes and organizational performance, and identify correlations between variables (Creswell & Creswell, 

2017). Moreover, a cross-sectional research design would enable researchers to collect data from multiple 

manufacturing companies across different regions in China, providing a broader perspective on the feasibility of 

AI adoption in HR practices. By employing a rigorous research design, this feasibility study aims to generate 

empirical evidence and actionable insights to guide decision-making and facilitate successful AI implementation 

in HR within the manufacturing sector in China. 

In the feasibility study exploring the application of artificial intelligence (AI) in human resource (HR) practices 

among manufacturing companies in China, a mixed-mode research methodology offers a comprehensive 

approach to data collection and analysis. This methodology combines qualitative and quantitative methods, 

allowing researchers to triangulate findings and gain deeper insights into the feasibility and potential challenges 

of AI adoption in HR. Qualitative methods such as interviews, focus groups, and case studies enable researchers 

to explore stakeholders' perspectives, organizational culture, and contextual factors influencing AI 

implementation (Bryman, 2016; Akter et al., 2021). These qualitative insights provide rich, nuanced data that can 

inform the development of quantitative surveys aimed at assessing the prevalence and impact of AI technologies 

in HR processes. Surveys allow for the collection of large-scale, standardized data, facilitating statistical analysis 

and generalization of findings (Bryman, 2016). Additionally, mixed-mode research designs can incorporate both 

synchronous (e.g., online surveys) and asynchronous (e.g., interviews conducted over email) data collection 

methods to accommodate diverse participant preferences and maximize response rates (Dillman et al., 2014). By 

employing a mixed-mode research methodology, this feasibility study aims to capture the complexity of AI 

adoption in HR practices, providing a holistic understanding of its feasibility and implications for manufacturing 

companies in China. 
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The feasibility study on the application of artificial intelligence (AI) in human resource (HR) practices among 

manufacturing companies in China is a critical endeavor aimed at assessing the viability and potential challenges 

of integrating AI technologies into HR operations within the manufacturing sector. This study seeks to explore 

the feasibility of implementing AI-driven solutions in various HR processes, including recruitment, training, 

performance evaluation, and employee engagement, across manufacturing companies in China. By leveraging a 

combination of qualitative and quantitative research methods, including surveys, interviews, and focus group 

discussions, the study aims to gather insights from HR professionals, managers, and employees regarding their 

perceptions, readiness, and concerns regarding AI adoption in HR practices. Additionally, the study will examine 

key factors influencing the feasibility of AI integration, such as technological readiness, organizational culture, 

regulatory environment, cost-benefit analysis, and potential socio-economic implications. Through rigorous 

research design and data analysis, this feasibility study aims to provide evidence-based recommendations and 

insights to guide decision-making and facilitate successful AI implementation in HR practices among 

manufacturing companies in China. 
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