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Preface

The authors who contributed their articles tried to provide an-
swers to geoeconomic questions, making a significant contribution to
science. The idea for creating this collection of papers was born out
of the need to scientifically process the recent changes and topics in
economic development. Analyzing international economic relations,
it was observed that major turning points such as crises, armed con-
flicts and turns in the strategic actions of countries led to changes in
the directions and positioning of individual countries. This has been
the most pronounced in the BRICS founding countries. The collection
of papers provides an opportunity to observe economic development
from different perspectives of its main elements, i.e. sectoral policies.
Therefore, the thematic framework includes a geo-economic and re-
source approach to economic sectors.

The collection of papers examines international economic re-
lations in the light of the geoeconomic concept, research refers to
market and social categories, analyzed and presented in 12 original
research chapters, divided into two parts.

The first unit consists of the market (economic) aspect of
geoeconomics. The central topic of this part is research related to



human resource management and artificial intelligence. It is impor-
tant to emphasize that human resource management consists of two
sides, namely the organizational side, which consists of employeesin
the company (employee behavior), and the one related to consumer
behavior. Both influence the creation of business culture and product
design. The responsibility and commitment of the former, as well as
the loyalty of the latter, contribute together to the competitiveness
of the organization, that is, to the business success of the company.
Also, this business concept contains a marketing orientation, since the
4P (product, place, price and promotion) paradigm has been supple-
mented with the factor of human resources to become 5P (product,
place, price, promotion and people). Furthermore, it is important to
emphasize that many topics or sectoral policies intertwine, such as
human resource management (employees and consumers) and arti-
ficialintelligence, orinsurance and digitization, or protectionism and
economic policy with the influence of the government (public sector)
initsimplementation. As the geoeconomic aspect includes a sectoral
approach, governments will favor those sectors or industrial policies
that are of strategicimportance for the development of the country.
The scientific paper entitled /nternational Human Resource Manage-
ment in the New Geoeconomic Order and Artificial Intelligenceis care-
fully structured, and in the first part it elaborates on the models of
international human resource management (IHRM) in large countries
such as China, Russia and India. Those countries have different models
of organizing the workforce, all of which apply the latest advances
in artificial intelligence (Al). The second part provides arguments in
favor of Al, in terms of developing skills and improving employment.
Furthermore, the second chapter and the second scientific paperin
the collection is titled Culture-related Contingencies in International
Human Resource Management Hofstede’s Framework in IHRM Research
1982 — 2024. In it, through the classical Hofstede's Framework, the
development of IHRM is followed within the given time period, with
the help of biometric analysis. The reason for this is that the IHRM
field is comprehensive and can follow the development of new busi-
ness elements, and unforeseen situations that improve over time.
The main finding is that the use of IHRM is increasing in depth and
breadth. The next chapter is Human Resources Management through
the Prism of the Emergence and Development of the Conceptin which



the authors argue that HRM is the most important organization re-
source in terms of competitiveness and survival of the company. For
this purpose, the paper specifically deals with strategic human resourc-
es, indicating that this approach should dominate in the following
research and practical framework. There is also a hint of new topics,
such as artificial intelligence, that should contribute to this goal. What
ensues are four chapters related to digitization viewed from the as-
pects of consumer behavior, insurance, business culture and public
sector. Thus, the chapter The Multifaceted Implications of Generative
Artificial Intelligence on Consumer Behavior: A Conceptual Analysis ad-
dresses another human side in the company’s decision-making pro-
cess. The role of Alin the context of consumers and their purchasing
choices is presented methodologically and conceptually. Thanks to
Al, opportunities are identified and communication with consumers is
improved, but ethical challenges that companies face in practice also
occur. Case studies are presented for this purpose. The next chapter
Die Neuvermessung Der Versicherungswelt points out the importance
of Al'in the context of insurance. Insurance, as a financial field, must
constantly adapt and find innovative solutions to protect the insured
and their assets. Well methodologically structured, the paper points
to the connection of the impact of new technologies and Al on the
field of insurance, demanding changes in the most important areas
ofinsurance. Furthermore, Organizational Culture through Technolog-
ical Infrastructure and Innovation is a scientific paper that indicates
the importance of organizational culture, especially in the context
of digital and IT changes that affect the redesign of the organiza-
tional structure. Thus, with the help of Al, there are changes in the
context of business processes, with human resources, as carriers of
business culture, being the first to face these changes. The papers
that conclude this section deal with Al and economic change on the
example of Russia, protectionism as a geopolitical principle, and finally
the energy approach, current both from the perspective of geoeco-
nomics and sustainable development. Thus, the scientific paper titled
Threats to National Security in the Context of Digital Transformation of
The Economy and Public Administration indicates the importance of
digital transformation in an economy, especially in the public sector,
but also refers to national security, while citing the Russian Federation
as an example. The paper also contains empirical data, and the results



are presented in such a way that they connect the set goal and the
stated conclusions. Furthermore, the paper titled From Neomercantil-
ism to Free Trade and Back points to protectionism as a geo-econom-
ic tool through which countries seek to protect their economies. A
logically structured presentation of the development of protection-
ism as a part of economic policy is provided, with its current phase
being called defensive protectionism. The following scientific paper
titled Research of the Possibility and Development of Biodiesel Produc-
tion from Lipids and Waste Lipids of the Industry and Hospitality focuses
on the importance of the energy sector and the production of alter-
native energy sources. The energy sector is a very important sector
of geoeconomics and economic policy, significant from the perspec-
tive of economic sustainability, environmental protection, but also in
terms of the limited sources of fossil fuels. Clear recommendations
were given to continue research in the area of alternative sources
of secondary raw materials. From the foregoing, it can be seen that
economic policy sectors are included and that they are intertwined,
namely: labor market sector (HRM), information technology sector
(artificial intelligence and digitization), trade sector (protectionism),
financial sector (insurance), and energy sector.

The second section of the collection of papers provides a social
perspective in the geo-economic context, which indicates an attempt
to identify the issues that go deeper into geo-economic problems.
Namely, itimplies a review of those issues that are not primarily con-
cerned with technological development, but affect human resourc-
es, are conditioned by Al, and encompass a social space. It is pointed
out that people’s lives are conditioned by economic development,
quality of life, but also by religious beliefs, cultural characteristics and
an attempt to connect with other social communities through ideas,
similarities and territorial proximity. Thus, the scientific paper Zur Be-
deutung Von Religion Flr Die Gesellschaft sheds light on religion as a
geo-economicissue. For this purpose, a lucid conclusion was present-
ed that peace conferences do not contribute to completely conflict
resolution. Furthermore, currently, when many armed hotspots have
been opened, and with many latent conflicts, religion has become a
geo-economic tool for the achievement of conquest goals. Without
directly naming concrete actors, it can be stated that one or more
countries have the pretension to annex a country to their territory, or



to divide it among themselves. That country is militarily and econom-
ically weaker (easy prey) for them, but it has certain natural, human,
technological and financial resources. If they share the same religion,
then this religion can be a means through which the predatory coun-
tries will achieve their aspirations. Do they give up on the question
of “eternal peace” that religions strive for? In the struggle between
religion as a means of achieving geo-economic and geo-political goals,
and in contrast to the times of de-religionization, the great question
of the survival of religion and the proper understanding of human ex-
istence is opened. The following paper Harmonie Von Okonomie Und
Von Kulturerbe: Die Tradition Der Christkindlmdrkte shows how the tra-
dition of a society can influence the economic results, as well as how,
in the context of a wider observation, it can influence the behavior of
human resources in a location, through intangible cultural heritage,
but also connect it with related cultural and territorial spaces. The
next paper is titled Geopolitical and Social Significance of the Magna
Graecia Development — From Yesterday to Today. This scientific paper
dealing with the subject of Magna Graeciais included in this thematic
collection, with the aim of pointing out to the rise of new geo-eco-
nomic and geo-political ideas and alliances in the international econ-
omy. In addition to the emergence of large blocs such as BRICS or the
Quadrilateral Security Dialogue (QUAD), smaller alliances or platforms
are also emerging, namely those entities that are territorially close
and can cooperate. It is consistent with nearshoring. This means that
business processes, especially information technologies, are most of-
ten transferred this way, as a type of outsourcing, where a business
partner is looking for another business partner in the country from
the region, i.e. immediate vicinity. In this case, an old idea can serve
as areason for a stronger connection between today's countries. This
chapter can also be placed in the context soft power in geoeconom-
ics. Here is an account of the social response to topics based on the
traditional-cultural values of a geographical area.

The original scientific papers/chapters represent valuable re-
search endeavors endeavors with quantitative and qualitative data,
new and original conclusions and recommendations for further re-
search. Current topics were studied, contemporary literature was
used, and the authors are eminent representatives of their fields.
Two papers stand out in particular. The first paper, whose research is



completely new, was carried out for the purposes of this collection,
and it refers to biometric analysis and the functional perspective of
international human resource management, according to Hofstede's
Framework in the period from 1984 to 2024. The second paper refers
to the multifaceted implications of generative artificial intelligence
on consumer nehavior, which, with its structure and methodology,
and the manner in which it opens new questions and provides rec-
ommendations for further research, can serve as a modelin scientific
research. A scientific article on mercantilism, which analyzes the prob-
lems related to protectionism and increasingly frequent protection
measures in international trade, and the misconceptions concerning
the nonexistence of state interventionism, made an exceptional con-
tribution and was declared by the editors to be the best scientific
paperin this thematic collection. It is certainly worth mentioning the
most important finding of this collection, confirming the fact that
digitization changes the way of doing business in many specific areas
and relationships, such as human resources, consumers, insurance,
or the public sector. Therefore, artificial intelligence is embedded in
all business processes and makes changes in them. However, regard-
less of the need to accept novelties and challenges demonstrated
by these scientific research projects, one gets the impression that in
practice there is great apprehension about it. This can be illustrated
by the following example: in practice, there is an open question of
whetherin the future humans and robots would be able to engage in
teamwork, and how they will “communicate”? There is also an open
question of delegating responsibility, because people cannot rely on
the findings of “machines” when making decisions, or later calling
them to account. Moreover, the big question is whether artificial in-
telligence will bring the expected benefits, although will certainly
have impact on business processes. In addition to this, we can men-
tion the challenges affecting decision-making and the way work is
organized, for example “remote work”, better known as “working
from home” or flexible employment models. The increased role of
digital platforms has connected organizations with consumers more
tightly, while simultaneously, the way of purchasing and paying is al-
most completely digitalized.

The collection comprises twelve chapters, with seventeen au-
thors, from ten countries, who in their texts attempt to address the



problems that exist in the geo-economic context, within the interna-
tional framework. It should be the starting point for considering the
solution for geo-economicissues, with the aim of contributing to the
research of business practice and public policies, but also to opening
a wider debate in future years. Problems arising in relation to stra-
tegic changes at the global level, changing practices related to hu-
man resource management, artificial intelligence, consumer behavior,
changing business culture, as well as insurance and digitalization, and
otherrelated issues represent today’s major challenges. Facing these
issues, there was a need to change strategies and certain elements of
public policies and to align with current events.' The authors used con-
temporary literature, primarily from databases such as WOS, Scopus
and Research Gate. In addition to the clearly presented conditions,
perspectives and expectations, the authors point to the acceptance
of changes and new business concepts, as an element of competitive-
ness, in the third decade of the 21t century. This publication analyzes
the challenges that arise in current governance models, offering more
competitive perspectives related to countries and economic entities.
It points to new trends in the geo-economic context, at the time of
trade barriers, political sanctions, emergence of multipolarity as a new
form of connecting countries, or dividing the world (BRICS); smaller
wars, and finally major conflicts. The twelve chapters of this thematic
collection represent a whole, which reflects the geoeconomic reality,
although they do not reflect the opinion of the editor or publisher, but
exclusively the opinion of the authors of each chapter. There is a belief
that this collection of papers will open up many questions and initiate
a dialogue related to the geo-economic issues that await the world
in the coming decades. Therefore, this thematic collection of papers
aimed at explaining in more detail certain geo-economic problems
which are very rarely found in the scientific literature in our country.

This publication aims to move researchers and scholars to think
in the light of broader perspectives than those mentioned. It can be
useful to young researchers, but also to creators and holders of pub-
lic policies in terms of guidelines for their work. Business practices,

" The development of technology and science led to these changes, but they also led to
crises, opening up many economic and social issues, which are analyzed here through
resource, sectoral and intersectoral issues of the geoeconomic concept.



strategies and norms must be concrete and applicable, and must clearly
explain the reconceptualization of the existing business behaviors, in
this primarily digital and sustainable world. The research presentedin
this collection of papers is intended for all who are interested in the
study of geoeconomics, for whom it can serve as a starting idea for
further research, or a dialogue with other related sciences and topics.
It can also be useful to students who study international economic
topics, as well as strategy makers, chambers of commerce, business
associations and the entire interested scientific and professional public
who may see new perspectives and contributions in this.

The book was written as part of the Research Program of the
Institute of Social Sciences for 2024, which is supported by the Min-
istry of Science, Technological Development and Innovation of the
Republic of Serbia.

The collection of papers was subjected to originality control
and passed the plagiarism test.
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Old Economic Concepts in New Times

The geoeconomic approach to the study of current economic
problems represents a great challenge for researchers around the
world. Geoeconomics is not a new concept, but placed in the time
and environment of the 21t century, it seems to be new, because it
follows the changesin the field of exploration and the circumstances
that occur in the economy.

When the post-Cold War period began, geopolitical and geoeco-
nomic tensions appeared, along with terrorism, new conflicts, weap-
ons created through new technologies, and fear of nuclear war. It
seems that the desire for peace and social cohesion has been put on
the back burner (Svetlici¢, 2022). In today’s world full of changes, the
uncertainty of business and the uncertainty of survival in the market
seem to have become more pronounced than ever before, in the
history of international economic relations. The real challenge is to
identify geo-economic changes, but it is even more difficult to show
the possibility and need for adaptation, as well as to implement those
changes in national economies and companies. Social sciences have
always had arole to follow any other kind of changes, to explain them
and to enable their implementation in economics, law, sociology or
political science. Therefore, there is not a single transformation, tech-
nological, informative, or biomedical, without social transformation.’

Namely, the last three major crises, namely the world econom-
ic crisis of 2007/8, the migrant crisis of 2015, as well as the Covid-19
pandemic of 2020; but also the crises caused by the wars that are be-
ing fought today have shaken the economies of the most developed
countries (Nikoli¢ & Maksimovi¢, 2024). They represent a major threat
to what the United Nations proclaims, which is decent work and se-
cure peace in the world (United Nations, 2023). Today's multipolar

" The transformation of social relations changes the way of communication, the way
of conducting business transactions and the way of education.



world is characterized by globalized international geostrategic and
geoeconomic relations, in addition to deeper and wider ties between
states, while access to information is much easier (Eisenman & Hegin-
botham, 2019). At the same time, the process of regionalization is
taking place, because many countries have found themselves facing
uncertainty and challenges brought by the crises and the pandemic,
a process that implies more intensive cooperation with neighboring
countries. The new redistribution of power in the world is based on
the former hegemons who want to maintain primacy on the interna-
tional stage, on the one hand, with those big states, whose econo-
mies are on the rise and who also want to exert a certain influence in
the world on the other (Brand & Wissen, 2024). In the third decade of
the 215 century, major changes have led to major upheavals in busi-
ness. For example, digitization and artificial intelligence have led to
a new form of communication between employees and employers,
but also companies and consumers. Observed globally, inequalities
are decreasing, but at the level of countries, they increase precisely
because of these changes, which intensify the issues of inclusion and
exclusion from the labor market, as well as those of education, health
care, or social life (Malei & Kramer, 2014).

When we talk about geoeconomics, it must be said that it has
great importance in today’s multipolar world, playing a significant
role in the process of transformation of the geopolitical process that
has engulfed the entire world. And while Europe is trying to increase
economic growth and improve other macroeconomicindicators, East-
ern Eurasia is emerging as a geo-economic center, over whose natural
resources there is a great battle. From this territory, the four great
powers of China, India, Russia and Japan originate, taking the roles of
emerging world powers. Besides them, there are a number of middle
powers, which also strive to increase their influence in the world econ-
omy (Walton, 2007). This struggle for supremacy and dominance has
led to major changes that resulted in the accelerated development
of technology, a new way of using resources, i.e. a green economy,
increased importance of human resource management, but also an
attempt to return the welfare state, which should represent a way
to reduce inequality. The social approach appears as a subtype of the
geoeconomic approach, that is, as a geo-social approach (Mitchell,
& Kallio, 2017). Through these and other elements, such as religion,



or culture and heritage, including tradition and customs, which con-
stitute soft power, geoeconomy becomes the most important for
the states that spread their power and influence through economic
means. Therefore, it relies on commercial or trade peace. From the
aspect of geoeconomics, security is seen as economic security, with
the aim of protecting dominant economic sectors as a source of stra-
tegic competitiveness.

This protection is necessary because great powers are fight-
ing for economic supremacy and resources, using different methods.
The most obvious example of this is China and its Belt and Road ini-
tiative (a complete package consisting of investments, trade and fi-
nance), with the purpose of imposing China's influence primarily on
developing countries. China wants to develop a leadership position
in the world, and it implements a foreign policy that only benefits
it, not shying away from the use of military and political elements.
For this purpose, Russia also uses the energy resources of its coun-
try (Scholvin & Wigell, 2018; Goldstone, 2007). China and Russia are
trying to improve their bilateral relations, they have the same goal,
which is the rise of their economies, but they strive to achieve it in
different ways. On the other hand, the rivalry between the US and
China threatens the world’s geostrategic stability. The constant shift-
ing of blame from one to the other harms both countries. This puts at
risk supply chains that are extremely important to the industry. Until
yesterday, these were countries with different political systems, dis-
similar economic development and divergent social systems. Today,
both of these aspire to increase theirinfluence in the world through
economic expansion and become the supreme leading geopolitical
and geoeconomic power in the world. In this game of thrones, the
countries of the European Union, as well as countries of the West-
ern Balkans also strive to successfully join new international flows.
By solving the issues of foreign direct investments, migrants, joint
ventures, scientific-technical and technological cooperation, but also
that of economic cooperation, which has intensified in recent years,
the countries of the Western Balkans strive to improve their status
in the international economy. The construction of roads and corri-
dors contributes to faster transport and more intensive connection
of people, who not only share space but also common values relat-
ed to culture, tradition, religion and similar customs (Sgndergaard,



Peterson &Kara, 2020). In the Western Balkans, Serbia, a small coun-
try with a long history, seeks to strengthen its economy and improve
its international standing.

Digitization, in its latest iteration of artificial intelligence, ap-
pears to be a significant element of geoeconomy; this is also true
for human resource management (Formerly called personnel), then
protectionism, insurance, or soft power tools such as propaganda,
religion, or cultural heritage. These tools of soft power are part of
the developed theory of critical geopolitics, which today has great
importance in international economic relations. In truth, a country
can achieve its economic influence depending on how successfully
it positions itself in international economic relations, and whether
its factors of influence coincide with international ones. Apart from
these elements, there are also trends in geoeconomics, and in the
21t century they include: the issue of human resource management
under the influence of artificial intelligence; migration (human devel-
opment); communications of people of different religions, ethnicities,
but also their “communication” with robots; then the problems of
sustainable development; the struggle for resources, natural and hu-
man; international supply chainissues; and a whole series of economic
issues of importance for the geoeconomic positioning of a country
(Ignatyeva & Isaev, 2018). The issue of human resources management
isimportant as, in a time when migration is very pronounced, the ag-
ing of the population of planet Earth is evident, armed conflicts and
classic wars claim many human lives, the question arises of how to
secure a workforce, equally important on a macro and micro level.
It is safe to say that today the strategic resources of a company are
human resources, consumers and information with artificial intelli-
gence (Temjanovski, 2013).

It can be concluded that geoeconomics has again become a
current topic, because strategic turns have led to a more careful man-
agement of international economic policy, and to the rise of state
capitalism as another measure that means “a return to the old and
safe way” of organizing the economy and society. It has also become
relevant due to the lack of resources, and the green transition, but
also due to the resistance by the countries that were safe sources of
energy until now, which have begun to change their place and role in
the world market. The geoeconomic resilience of countries depends



on the degree of preservation of autonomy and protection of their
own economy, the resilience of large companies (reindustrialization)
and incentives for the development of small and medium-sized en-
terprises (entrepreneurship), as well as the development of institu-
tions. For the first time in economic history, it combines competition
and cooperation, alternately choosing the side which results in more
benefit at a given moment.

However, the armed conflicts that are taking place, as well as
those that are not yet visible, but the clatter of weapons can be heard,
open security topics, that is, questions of how to protect territories
and people and make economies sustainable. Can geoeconomics in
the age of armed conflicts be successful? For these reasons, BRICS
was born, with the ambition to become a counterweight to the great
powers that have opposing aspirations, although in itself it includes
the largest countries in the world, such as China, India and Russia
(Turner, 2009).

All the mentioned topics have an impact on international eco-
nomic relations indicate the dependence of the state’s foreign policy
and the sectoral-resource geoeconomic approach.
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Abstract

Original scientific paper

Human resources management is an important business function
ina company, and the human resources department has the task
of providing assistance to other departments that make up the
organizational unit. It has specific tasks including the selection
of candidates, their socialization, motivation, care for further
advancement through the company, but also training and accept-
ance of innovations such as digitization and artificial intelligence
(Al). The purpose of this paper is to contextualize the develop-
ment and implementation of Al and identify the scope and dilem-
mas when using it in companies. The goal is to demonstrate how
artificial intelligence is applied in the field of human resources
(HR), and see the possibilities, but also the contradictions that Al
causes in companies. Based on the previous research, it can be
concluded that there are many practical questions regarding Al
in human resource management (HRM), while the literature of-
fers few answers. The chosen methodological approach involves
elucidating the problem, rather than finding a solution. The val-
ue of this research paperis thatitintegrates a literature review,
the theoretical basis of international human resource manage-
ment (IHRM), and contains empirical data from the databases of
the World Bank, Eurostat and the International Monetary Fund.
Keywords:international human resources management, geoeco-
nomics, human resource management, artificial intelligence,
digitization
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1. Introduction

In the new multipolar context, the geoeconomicissue and the
management of human resources are of great importance. Geostrat-
egy today must also take into account the geoeconomic aspect, that
is, it must include the aspect of preserving resources, taking care of
their sustainability, while also including the aspect of creating food
and energy reserves. “The states tend to turn more to geoeconomic
instruments of influence, i.e., towards the politics of power through
economic means in spreading their influence.” (Cveti¢anin & Maksi-
movié, 2023:601). Many countries base their foreign policy on the con-
nection of geoeconomic and security parameters, that is, geopolitics
and geoeconomics. “Geoeconomic policy must be conducted by both
small and large states, i.e. they must be able to provide assistance
to companies on the international stage.” (Maksimovi¢ & Cveti¢anin,
2021:931). Human resource management, especially international
human resource management (IHRM), has been in the focus of re-
searchers and practitioners since the ninht decade (the eighties) of
the 20t century. Therefore, with the gearing up of globalization, it
has been gaining more and more importance. It has been established
that companies need reliable employees, but also well-trained human
resources capable of dealing with competition on the international
market. In particular, there was a great demand for employees capable
of operationalizing international business, to successfully cope with
the assigned tasks. For this purpose, adaptation programs for inter-
national managers, development programs for the tasks themselves,
and adaptation programs to the entire business environment, as well
as globalization requirements were developed (Maksimovi¢, 2004).
The term human resources itself, to which the words management
andinternational were later added, thus creating the terms of human
resource management, and finally international human resource man-
agement, proves to be the most resilient in practice, in contrast to
terms such as employee satisfaction, interpersonal relations, organi-
zational behavior, orientation towards people, or personnel. Thus, the
initial period of birth of the name of international human resource
management referred to people who perform some work, firstin the
factory, and then in its other international branches (Schuler, 2000).
But what has existed since the initial creation of this term are records



onworkers, determination of demands for their specific qualifications,
and consideration of environmental factors; finally, towards the end
of the 20t century, more attention was being paid to issues related to
the strategic and operational level of IHRM (Brewster, 1996; Warner,
1997). Furthermore, on the international level, the following types
of employees were developed: employees of the nationality of the
home country (ethnocentric), employees of the nationality of the host
country (polycentric), employees of the nationality of a third country
(geocentric), and employees of the nationality of certain regions (re-
giocentric) (Dowling, Welch, Schuler, 1999).

Apart from this microeconomic aspect that includes compa-
ny-related and organizational context human resource management
on the international level, there is also macroeconomic aspect of HR,
implying a percentage record of human resources, thatis, employment
and unemployment, in the context of the total number of employ-
ees in one country, domestic or foreign. Human resources can also
be viewed in the context of human development, when they include
migrants, without taking into account the reason for migration, or
whether thisisimmigration or emigration. Economic migrants or labor
migrants are analyzed in particular, i.e. as expatriates in the period of
internationalization and inpatriates in the period of globalization (Mak-
simovi¢, 2018). “In the meantime, the problem has further escalated
due to the fact that tens of thousands of “economic” refugees from
the wider region have joined the Syrian refugees. Refugee pressure
creates various challenges for Europe.” (Nikoli¢, 2023a: 12-13). “Mi-
grant workers going abroad found good jobs with good earnings and
managed well thanks to the similarity of the social and value system.”
(Nikoli¢ & Maksimovi¢, 2024: 66-67).

It also implies inequalities both at the global level and at the
level of countries. Inequalities at the global level are decreasing, and
at the level of countries they are mostly increasing (Milanovi¢, 2024;
Aiyar, & Ebeke, 2020). “States leaves little doubt as to the presump-
tion on generally rising within-nationalinequalities during the period,
at least in the economically advancing part of the world.” (Milanovi¢,
2024:3). Inequality generally rises during periods of economic expan-
sion, to later decrease when a certain income threshold is achieved
(Milanovi¢, 1994). “The crisis caused by the Covid-19 pandemic will
furtherincrease economicinequalities between European countries.”



(Nikoli¢, 2023b: 23). Under these circumstances, capital owners be-
come less willing to invest, resulting in weaker economic performance
(zvezdanovi¢ Lobanova, 2024). Therefore, countries should prioritize
institutional reforms aimed at improving governance efficiency and
strengthening the rule of law, as these changes can help reduce pov-
erty and inequality, ultimately fostering long-term sustainable soci-
oeconomic development (Zvezdanovi¢ Lobanova et al. 2018). Global
inequalities have impact on labor markets and human resource man-
agement (HRM) practices, influencing areas such as recruitment, train-
ing, compensation, and employee retention. In regions with elevated
unemployment rates, forinstance, HRM strategies may prioritize cost
reduction over employee developmentinitiatives. Uddin et al. (2023)
highlight three institutional mechanisms of capturing, concealing and
controlling which influence HRM practices in sustaining inequalities.
The strong interdependence between HR practices and the quality of
institutions means that HR departments rely on functional and fairin-
stitutions (in particular, educational institutions) to create and sustain
an equitable workplace. The well-established institutions empower
HR departments to promote equal opportunities for all employees —
regardless of their gender, race, socio-economic background, or oth-
er factors that might otherwise lead to inequality. In this context,
HR practices can be more effective in addressing inequality through
measures such as implementing transparent hiring procedures, pro-
viding equal access to training and development, ensuring pay equity
and offering workplace benefits and protections.

In the current context of growing globalization, rapid techno-
logical progress and the move towards a knowledge-based economy,
companies need to be technologically empowered to operate in com-
petitive environments'. Business intelligence makes intensive use of
information, and thus helps organizations to survive in the market. It
improves strategic decisions by combining human factors, business
processes and technology (Jovi¢ & Nikoli¢, 2022). Al and applications

" The economic and investment efficiency of an economy depends on the dynamics of
investment, but the selection of the sectorin which the investment is directed is very
important. This is important because economic-investment efficiency changes over
time. Today, investment in information and communication technologies is certainly
profitable, because it contributes to the competitiveness not only of the country, but
also of the business entities themselves (Nikoli¢ & Kovacevi¢, 2019).



are tool for data management and they are used in proper direct
planning, to collect, structure and store data, with the help of which
analytical assessments, reporting, classification and prediction of po-
tential challenges in the market are carried out. With the help of Al,
organizations manage organizational changes, and align human re-
source management strategies with company strategies (Sousa, 2020).

At the same time, it isimportant to emphasize that provisions
on human resource management, i.e. provisions on work, are part of
the constitutional provisions in almost all countries of the world, and
have thus been raised to the highest level. Labor provisions are part
of the constitutional provisions, but new labor provisions are also
emerging that refer to new forms of work, created as a result of the
emergence of non-standard, flexible business arrangements, which
are accompanied by technological innovations, but also the possibility
of better harmonizing business and private time (Stojkovi¢ Zlatanovié¢
& Ostoji¢, 2021). Labor relations are subject to the provisions of the
Labor Law (Official Gazette, 2018). For example, in Serbia, this Law
regulates rights, obligations and responsibilities in the employment
relationship, in accordance with ratified international conventions. The
legal provisions of Article 2 of this Law, refer to all employees on the
territory of the Republic of Serbia, whether domestic or foreign work-
ers, or those sent abroad by the employer, either domestic or foreign.

The goal of this paperis to review the challenges faced with by
international human resource management (IHRM), and encourage
the leaders and managers of human resource management (HRM)
departments to study the interaction between employees and artifi-
cialintelligence. The paper consists of three parts, the first including
an introduction and a literature review. The second part consists of
the geoeconomic context of the largest emerging economies’ work
model. The third part deals with artificial intelligence and IHRM, per-
ceived scopes and limitations.

1.1. Literature review

In this research paper, the authors did not use a special classifi-
cation of the papers that were selected for the literature review. Given
the very wide use of the term Al in this paper, the literature review was
based on terms such as Al and IHRM, or Alin HRM, in several scientific



databases, for example, google scholar and RG. The result indicates
that research intensified in the tenth decade of the 20% century and
has continued to this day. Somehow at that time, the Japanese con-
ceptof humanware became known, implying the integration of human
resources and tehnical devices in company. “If technology is defined
only through the production results of hardware, the role of human
resourcesis diminished” (Maksimovi¢, 2014: 95-96). Since then, there
has been anincrease in the number of papers that deal with the impor-
tance of human resource management in national and international
frameworks, as well as the importance of the HRM departments and
functions (Islam at al., 2023). The idea of artificial intelligence (Al) is
not a new one, it is just the way of its acceptance in the society and
economy that is. By reviewing the literature, it has been observed that
the progenitors of IHRM were Dowling, Welch, Schuler (1999) who de-
fined and performed their classification, defined international strategy
and goals, but also offered guidelines that reduced the differences
between international and domestic human resource management
activities. Furthermore, Schuler (2000, 1996) described the influence
of the environment, and provided the strategic activities of IHRM. In
many HRM textbooks, itis possible to find a separate section on IHRM,
under the name global human resource management, referring to sig-
nificant HRM changes in the global environment. These include: vetting
suitable candidates, retaining employees, aligning with costs, aligning
with local laws, controlling the policy of specific circumstances, building
career management, mobility team resource, lack of mobile technology,
expecting employees to change positions and relocate, and inability to
uses the experience when returning to the country of origin (lvance-
vic & Konopaske, 2013: 97). Furthermore, there are papers written in
the light of talent management and global changes (Kravariti, F., at
al, 2023; Schuler, Jackson & Tarique, 2011). The literature also shows
that e-HRM must be aligned with the strategic orientation of the HR
function, and that it helps in collecting useful and good information,
on the basis of which correct decisions can be made (Nyathi, 2022).
“All participantsin the employment relationship must think about the
ethical consequences of their work. Challenges such as globalization,
which emphasizes an economy based on knowledge and technological
progress, led many economies to look for new sources of competitive
advantage, and the solution was sought in higher levels of individual



competence, people thus becoming “valuable assets”, i.e. human cap-
ital” (Maksimovi¢, 2021: 34). In recent years, the use of artificial intel-
ligence in HRM benefits employees, but also employers by allowing
for the processing of a large amount of data, having access to certain
platforms, while also being used in programs for the acquired skills
and knowledge of employees (Deepa at al., 2024). It is assumed that
using the application platform (hardware or software used to host
applications or services) should lead to improved “performance” in
decision-making, and the influence of expertise is reflected in satisfied
user behavior. “Time savings accrue to users when they click on algo-
rithmically ranked results based on position, trusting that the platform
has done the work for them, rather than having to evaluate intrinsic
and latent product qualities themselves. This behavioral heuristic saves
users enormous amounts of time and cognition in decision making”
(O'Reilly, 2023: 10). According to recent research studies, workers will
have to upgrade their knowledge and learn new technological skills
with proper training and development because the environment is
changing, and they will have to adapt to those changes (Mukherjee,
2022:150). On the one hand, the literature states that Al can lead to
the reduction of bias in the stages of selection and recruitment of
candidates, as well as the reduction of nepotism, while on the other,
itis stated that the absence of “living speech” and “human presence”
could lead to problems (Afzal et al., 2023). Algorithms save time in the
process of obtaining knowledge and help in decision-making, because
the algorithms themselves classify the data, while employees believe
that the platform has done the work for them (O'Reilly, 2023).

2. The New Geo-Economic Context And
International Human Resource Management

New geo-economic relations between countries, as well as re-
lations in the world, crystallized after the end of the Cold War.? Fur-
thermore, during the Cold War, the USA and its allies had sovereign-
ly shaped geopolitical and geoeconomic relations in the world until
the fall of the Berlin Wall in 1989. From that moment on, other big

2 "By 1942-45, America had become a global hegemon, controlling half of the world's

industrial production and boasting the largest armed forces deployed across vast
territories.” (Zvezdanovi¢ Lobanova & Nikoli¢, 2024: 262).



countries such as China, Russia, and India have gained visibility, as they
began to implement economic reforms and change their statusin the
world geoeconomy. “In the beginning, the Washington administration
itself helped China to getrich, and in return China did not normally re-
act with peacefulness, democracy, responsibility, acceptance of liberal
values” (Maksimovi¢, 2022: 58-59). But with economic growth, China
has become more ambitious, and has fueled rivalry primarily with the
US. Thus, China has become the biggest geopolitical and geoeconomic
challenge for the US foreign policy (Mearsheimer, 2021). Despite the
slowdown caused by Covid-19, China's economic growth existed even
during the pandemic. Moreover, it accelerated in 2021, and the reasons
for this have been the high share of savings and investment in GDP,
and in addition, China's very successful supply chains, which have not
been interrupted even by American trade sanctions. “An almost cer-
tain scenario in which China is becoming the leading world economy
already brings strong geopolitical implications, primarily in the form
of shaking the existing world order, which is practically managed by
Washington” (Nikoli¢ & Zvezdanovi¢ Lobanova, 2022: 45). However,
after the pandemic lockdown, China’'s economy has started to slow
down, GDPis about 5% lower than expected, consumer confidence has
fallen and there has been a real estate collapse. However, the conflict
over the West has only grown. It is also justified to question whether
the “decades-old economic strategy” of the advantages of industrial
production over other economic sectors can survive today. This can
be considered a consequence of the tradition of economic planning
of industrial production, not the ignorance of Chinese economic schol-
ars. Itis a consequence of reflecting the “long-term economic vision
of the Chinese Communist Party”. At the same time, household con-
sumption is ignored. Does this create a structural overcapacity that
can lead to adrop in prices due to oversupply and thus to insolvency
and job losses?® But it is employment at the national level and the loss
or creation of jobs that are the key topic of all economies, and today

® At the beginning of the 21st century, excessive investment in steel led to China ex-
ceeding the steel production of Germany, Japan, and the United States combined. In
the long decade of the 21st century, it did the same with aluminum, robotics, batteries
for electric vehicles, cement, glass, oil, and the advice is to invest in the automotive
industry, where a large number of manufacturers are recording losses, for digital
products, electronics and smart devices (Zongyuan, 2024).



they represent one of the most sensitive economic issues. With all
due respect to Xi's existing authoritarianism, the reduction in profits
adversely affected the servicing and debt reduction of manufacturers,
and only those with the best access to government subsidies survived
(Mattingly, 2024).* However, the decision of West to isolate China
may lead to jeopardizing China’'s economic development, as well as
causing damage to the global economy (Zongyuan, 2024). China’s Belt
and Road Initiative (BRI) was launched in 2013 in order for China to
take a more active role in international geo-economic relations. With
the help of this initiative, China has been strengthening ties with its
trading partners, although it covers a wide range of countries. China
has not considered the indebtedness of countries as a limiting factor,
but acts as a multilateral lender. However, what it must take into ac-
count are the long-term interests of the countries that China enters
into business arrangements with (Baltensperger & Dadush, 2019).
Furthermore, in addition to China, Russia also wants to actas a
hegemon, although the conflict with Ukraine prevents it from doing
so. Since the world economic crisis of 2008, Russia has been trying
to assert itself as a major power in international economic relations.
Russia can occupy such a place by building a balance of military and
economic forces. Although it must be emphasized that the conflictin
Ukraine led to a weakening of Russia’s position in international eco-
nomic relations (Zvezdanovi¢ Lobanova & Nikoli¢, 2024). After Russia’s
“special military operation” in Ukraine, spending on the military began
to burden the budget of the Russian Federation, and according to
some estimates, it amounts to 1/3 of the budget for 2024. For these

4 For example, when the Berlin Wall fell, which marked the end of the Cold War, most
of the countries that left the communist regimes followed the transition path, trans-
forming their social arrangements and economic systems, with the desire to get closer
to the EU countries. Since that time, countries such as the Czech Republic, Slovakia,
Serbia, Croatia, Albania, Bulgaria, Hungary, Slovenia, Romania, Poland, Bosnia and
Herzegovina, Montenegro, and North Macedonia have organized their economies and
societies on the path of economic development. Some of them managed to become
members of the EU single market. But what is very significant, along the way, these
countries have managed to reduce the share of unskilled labor-intensive products.
They managed to improve their technological structure, create highly qualified in-
dustries and increase the export structure of qualified labor-intensive products. The
Czech Republic and Slovakia took the lead in this, followed by Poland, Hungary and
Slovenia. Thanks to the development of the economy and the education of workers,
there is no structural excess capacity in these countries (Nikoli¢ & Nikoli¢, 2021).



reasons, the dismissal of the Minister of Defense Sergei Shoigu was
considered justified, although the spending for the military industrial
complex is at the expense of human resources, and social and health
services. The dismissal of Minister Shoigu did not change anythingin
this sense. The new minister, Belousov, is seen in the light of a mili-
tary Keynesian because he advocates for government incentives and
a combination of state interventionism. There is even an assumption
that a large number of companies will be nationalized, and taxes will
be raised for the middle class. At the end of the seventh decade (in
the sixties) there was a shortage of manpower, and today Putin has
the same problem due to a long-term demographic decline, due to
the emigration of skilled labor abroad, as well as the need to fill po-
sitions in the military industry. In any case, after the normalization of
the economy, and the abandonment of the model of military inter-
ventionism, the Russian economy will have to use new development
opportunities (Kolesnikov, 2024).° For example, in parallel with the

® Nikita Khrushchev (1953-1964), and subsequently Brezhnev, spoke about economic
development, and in 1962 an article appeared in the Pravda magazine about the
need for enterprise autonomy and disposal of own income, as well as the expansion
of the product range, which was the economic revolution in the USSR. Then, in order
to modernize, the Central Economic and Mathematical Institute was created, which
was supposed to search for universal optimization with the help of computers and
mathematics. But the openness of the economy contributed the most to the survival
of the Russian economy and production. In the seventh decade of the 20 century,
Brezhnev spoke about the crisis of labor and economy, as well as about the failure of the
application of new technologies and inefficient spending. The oil crisis of 1973 helped
Russia use oil and gas to finance food imports and industry, but such a model could not
survive for long. The 1990s were synonymous with the liberalization of Russia, although
Mikhail Gorbachev did not have the courage to reform the Russian economy, and a
political collapse occurred. Only Yeltsin saw the importance of economic reforms, and
the leaders of those reforms were the “Chicago Boys”, Anatoly Chubais, Yegor Gaidar,
and Andrey Belousov, as well as advanced Soviet economists from the old school,
Alexander Anchyshkin. Although they were criticized for high inflation, the liberalization
of previously controlled prices, decline of agricultural consumption, closing of factories
from the military industrial complex, as well as the lack of money for social assistance,
these economists established a market economy. The establishment of the Higher
School of Economics, which has been a nest of liberalism, was also important for the
realization of this idea. In recent years, Belousov has been working on new technologies,
the successful development of which cannot happen in an isolated economy. Today
Putinomics survives, i.e. belief in the efficiency of state spending and the significant role
of the military industry while respecting Orthodoxy. Small digression, tanks produced
during the USSR are still used in Moscow military parades (Kolesnikov, 2024).



conflictin Ukraine, Russia is working on the implementation of climate
policy, with the aim of reducing the negative effects of environmental
pollution and climate change, but is also working on improving govern-
ment acts related to sustainable development (Lobanov, Zvezdano-
vi¢ Lobanova & Zvezdanovi¢, 2024). The restoration and elevation of
Russia will also not be simple, even if in the geo-economic world it
seems that Russia has consolidated economically.

In Table 1 shows the characteristics of the labor market in Chi-
na, Russia and India.

Table 1. Characteristics of the labor market in China, Russia and India

Characteristics of the labor market

China Economies of scale and industrial production of low-skilled
workers, which can lead to job losses

Russia The economy of the development of the military industrial
complex and the general lack of labor

India An economy based on information technology and highly
skilled workers

Source: Compiled by the authors according to Zongyuan, 2024; Kolesnikov, 2024
& Alyar, 2024.

What is evident in the third decade of the 21 century is the
rise of India. The model of economic growth in India is such that it
does not provide a large number of quality jobs, because there is not
a sufficient number of job openings. For example, in the period from
2014 to 2022, over twenty-two million candidates applied for seven
million vacant positions in the central government, which means that
the competition is high. Nevertheless, it can be said that the Indian
economy, with the help of liberalization, in the last three decades, has
contributed to freeing the majority of the poor from the clutches of
poverty (Table 2 see the Gini coefficient for India). The problem is that
over 80% of India's workforce is employed in the informal economy,
in jobs without contracts, without health and social security, orin jobs
called self-employment. Nevertheless, with the help of education,
young people manage to rise above low-productivity jobs, such as, for
example, agriculture. However, unemployment among young people
under the age of 25 has been around 42% in recent years, which is a
high level. India bases its economic growth on a highly skilled service



sector, and it has not developed a broad base of low-skilled manu-
facturing labor like China. The Indian government has failed to gain
the trust of citizens to implement reforms related to labor, land and
agricultural products, although the service sector has remained dy-
namic. The connection between the state and capital has increased,
and the main sector of development is construction, where the ma-
jority of jobs originate, and in this sector little investment is made in
human resources, and jobs are mostly informal and casual. Little is
invested in the sector of small and medium enterprises, which do not
have a highly educated workforce. For these reasons, market reforms
have become synonymous with the interests of big business. Big com-
panies are shutting down small companies, and new entrepreneurs
are emerging in the financial technology sector, digital startups, and
e-commerce. Employment in manufacturing enterprises was 11.4%
in 2023, whichis lower thanin 2018, and agriculture employs a higher
percentage of workers than in 2018. In parallel with that, centraliza-
tion is strengthening, which weakens the role of local governments.
With the beginning of Modi’s third term, there is an insistence on the
creation of new jobs and only in the formal sector 41 million in five
years (Aiyar, 2024). The big question remains as to how realistically
this is achievable. Table 2 shows the Gini coefficient for China, Russia,
India, but also the Euro area and BRICS, for the purpose of compar-
ison, where it can be seen that India has the lowest Gini coefficient.
In 2023, the Giniindex for the Euro area was 29.8%, and it is lower by
% compared to 2020 (Eurostat, 2024).

Table 2. Gini index data according to the last available year

Country Gini index Last year available
China 37,1 2020
India 32,8 2021
Russia 36 2020
Euro area 36,8 2020
BRICS 35 (34,99674885) * 2020

Source: World Bank, 2024; Eurostata, 2024.
* Weighted average, author Nikolic I. calculation.



Table 3 shows data for GDP, unemployment rate and popu-
lation for China, India, Russia and the Euro area — 2017-2023, with
projections for 2024. It can be seen that Russia has the lowest unem-
ployment rate in 2023 at 3.25%, while India has the highest at 8% in
the same year. In between are China with the unemployment rate of
5.3% and the Euro area with 6.6% in the same year. In that year, India
has the highest growth rate and it accounts for 6.3%.

Table 3. GDP, unemployment rate and population for China, India, Russia
and Euro area—2017-2023, with projections for 2024

Coun- Subject Units 2017 2018 2019 2020

(3% Descriptor
GDP, con- Percent 6,9 6,8 6,0 2,2 8,5 3,0 5,0 4,2
stant prices change

China Unemploy-  Total labor 5 4,9 52 5.2 51 55 53 5.2

ment rate force (%)

Population  Persons 1400,1 1405,4 1410,1 1412,1 14126 1411,8 1411,4 1410,8
(Millions)

GDP, con- Percent 6,8 6,5 39 E518) 9.1 7.2 6,3 6,3
stant prices  change

Unemploy-  Total labor 54 53 53 8 6 73 8 9,2

India ment rate force (%)

Population  Persons 13542 1369,0 1383,1 1396,4 1407,6 14172 1428,6 14417
(Millions)

GDP, con- Percent 1,8 2,8 2,2 -2,7 5,6 22 2,2 1.1
stant prices change

Unemploy-  Total labor 52 4,8 4,6 5783 4,825 3942 3251 3,144

(e ment rate force (%)
Population  Persons 1469 1468 146,7 146,2 1456 1434 1432 1429
(Millions)
GDP, con- Percent 2,6 18 1,6 -6,1 5,6 33 0,7 1,2

stant prices change

Euro Unemploy- Total labor 9,2 8,2 7,6 8,0 7,7 6,7 6,6 6,5
area mentrate force (%)

Employment Index, 105,441 106,872 108,273 106,805 108,281 111,088 112,084 112,326
2000=100

Source: IMF (2023).

In parallel with the strengthening of these large countries, a
large bloc was also created, which is BRICS, to which these three
countries belong. Namely, BRICS — an intergovernmental organiza-
tion, whose international influence is constantly growing, and which
consists of Brazil, Russia, India, China and South Africa, with four new
members being admitted in 2023: Egypt, Ethiopia, Iran and the United
Arab Emirates, to form BRICS+. For example, BRICS includes 41.13%



of the world's population, of which China and India have 87%. It com-
prises about 36% of the global gross nationalincome, more than 40%
of world oil production and more than 36% of world gas production.
However, what is interesting is that over forty countries have ap-
plied for accession. The first BRIC summit (also the term of origin)
was held in Yekaterinburg in 2009, and now the group meets once
a year and decides by consensus. In 2016, this group launched the
New Development Bank to finance sustainable development projects
and infrastructure projects, particularly important for the markets
of developing countries. It is considered a counterpart to the World
Bank or the IMF. It is interesting that BRICS itself is not a member of
any international organization, and that its members are members
of several other international organizations. These are, for example,
the UN Security Council, then the Shanghai Cooperation Organization
(SCO) and the Eurasian Economic Union (EAEU). Member countries
sometimes show agreement on certain issues, and sometimes not, as
was the case with the invasion of Ukraine, when Brazil agreed and the
others opposed. Nevertheless, this alliance, in addition to its economic
importance, should be viewed through its political and multilateral
significance, the importance of currency formation and the effects it
can have on the rest of the world, for example the European Union.
For example, the EU has no signed agreements on investments or
free trade, so it has no established trade relations with BRICS+. This
alliance should represent a turn away from Western hegemony, but
not from the West. Whether the BRICS can weaken or even replace
the dollar as the global reserve currency in the future will be seen
over time. If this happens, it would lead to changes in the global fi-
nancial market. Whether it could contribute to the balancing of the
new world order also remains to be seen? (Jitten & Falkenberg, 2024;
Brics expansion, 2024). In any case, this alliance is part of the new
multipolar world, and therefore the new global order. “International
markets have become crowded and new and old economic powers
compete fiercely to share them out with the support of nation-states”
(Mariotti, 2024: 2).

The multipolar division of the world and the increase in ge-
opolitical and geoeconomic tensions led to geographic fragmenta-
tion, as it has already been said. On the one hand there have been
big countries, world hegemons such as Russia, China, India, while on



the other there have beenbig blocs like BRICS —but also regional eco-
nomicintegration. The latter are gaining more and more importance,
because some countries want to strengthen their economies and in-
crease their influence in their region. However, the question arises
whether this fragmentation leads to the disintegration of the existing
relations? Therefore, economic relations are increasingly beginning to
be based within regional blocs, which are united by a common ideol-
ogy, interests and the achievement of a common goal called security.
Countries usually turn to regional integration if they have a problem
with obtaining financial resources on the international level, due to
the escalation of a conflict, uncertainty of investors, or financial sanc-
tions. Another reasons for this include trade restrictions, commodity
market disruptions, inflation, supply chains that often break, as well
as credit disputes (Marafa, 2024).

From what has been said, it is clear that in addition to global
economic changes, there are also changes within countries, which
alter the position of human resources, placing them in a context of
uncertainty and low incomes.

3. Artificial Intelligence (Al) and IHRM -
Digitalization as a Driver of Innovation

Technological development and the development of informa-
tion technology today appear under new names such as digitization
and artificial intelligence (Al). Presently, they play a significant role in
many areas of organization and economic life, emphasizing immediacy,
constant connectivity and many challenges at work. The new digital
economy is changing the life and work of the individual, promoting
flexibilization and highlighting big data, machine learning and Al (Ars-
lanetal, 2022; Maksimovi¢, 2017). “With the fourth industrial revolu-
tion, i.e. the development of the information technology sector, there
has been a change in the concept of work, and new, atypical forms of
employment appear—the aforementioned flexibilization of work en-
gagement, as well as the often vaguely defined relations between the
employer and the engaged persons, lead to these persons not being
recognized as employees, that is, such contracts do not contain the
necessary elements for establishing an employment relationship and,
accordingly, do not provide the necessary level of labor law protection”



(Ostoji¢, Maksimovi¢ & Stojkovi¢ Zlatanovi¢, 2022: 252).° In a compet-
itive and complex business environment, the business role of human
resource management is constantly changing. In recent years, there
has been an increase in the application of Al in HRM. As a result, a
scattered network of literature related to that field of science and
its various disciplines appeared. However, there is a noticeable lack
of empirical research on this topic. It is quite clear that the practice of
HRM in the future will contain digitization and virtualization as a key,
with the demand for superior human capital with the help of Industry
4.0. In addition to contributing more effectively to the organization
of HRM departments and tasks, it should lead to solving problems
and accelerating decision-making related to organizational business
and its specific tasks. In particular, the help of Alwhen performing the
function of human resource management refers to the exploitation
of unused potentials. However, apart from the use of Al in companies
related to industry, the sector of small and medium-sized enterpris-
es, there is a noticeable increase in the use of artificial intelligence in
digital management, finance, retail, education, healthcare, but also
in the creation of smart cities’ (Islam at al., 2023). Rapid digital trans-
formation, technological intensity, cycle time reduction, and circular
economy are changing the working environment. In the literature
itself, both the positive and negative sides of digitization and Al are
mentioned, but everyone agrees that digital technologies are a big
novelty in the economy and that they have become indispensable in
companies, and a strategic imperative. All employees, regardless of
function, are forced to use machine learning, social networks, analysis
of large amounts of data, algorithms, and even simulations. Intensive
application of new technologies makes many existing competencies
obsolete, and affects the construction of virtual competencies. It is
interesting that in parallel with the usefulness, the issues of abuse of

¢ A major quake in the economies, both at the macro- and micro-level, was caused by
the COVID-19 pandemic which caused a fall in employment in EU countries, though
not a uniform one truth be told, though it simultaneously accelerated implementa-
tion of the 4.0 industrial revolution worldwide (Nikoli¢ & Filipovi¢, 2021).

7 “Having in mind that artificial intelligence aims to imitate human cognitive functions,
itis bringing a paradigm change to health care, powered by the increasing availability
of healthcare data and immediate progress of analytics techniques. Artificial intelli-
gence can be applied to different types of healthcare data” (Sovilj & Stojkovi¢ Zlata-
novié, 2023: 224).



the IT sector and Al resources by managers, as well as those of poor
protection against unwanted “leaks” of information and abuse of per-
sonal data, are being raised. Posting of personal data on websites to
harm the reputation of employees was also recorded. The employees
themselves are exposed to psychological pressures and challenges
such as “impossible expectations”, “burnout”, i.e. unlimited working
time, which implies constant engagement on web platforms. Conse-
quently, stress and anxiety rise due to the inability to be constantly
present, and to respond to requestsin a short time. At the same time,
workers are afraid of losing their jobs, because there is fatigue from
the demanding training without which it is not possible to use Al. And
the question arises of whether people will work in a team together
with robots in the future. It is difficult to establish such cooperation,
because it is difficult to communicate with the algorithm that robots
are programmed with (Arslan et al., 2022).

Dynamic changes in the external environment activate and re-
quire the “mobilization” of the most important elements of organi-
zation, namely strategies (collection of data that must be classified
and structured) that managers can implement; resources (employees,
equipment, buildings, teamwork that is almost impossible to imitate
due to the synergistic effect); and capabilities (alignment of existing
technologies with the new business model). To what extent a compa-
ny is capable of transforming and adapting its organizational strategy
depends on these elements (Deepa at al., 2024). Some researchers
assume that every company that uses e-HRM should realize gains and
benefits from its use. Among others, it can be the transition to new mar-
kets, better organization and more effective activities and organization
(Nyathi, 2022). However, the big question is whether this applies equally
to large, small and medium-sized enterprises. The introduction of Alin
HRM leads to positive effects when solving problems in the existing
processes of the HR department, which relate to recruitment, learn-
ing, performance management, employee benefits, internal mobility
and management (Deepa et al., 2024). Correctly understood Al mes-
sages are possible, if the level of decision-making and problem-solving
in this way is at the level of human thinking. However, research is not
expected to progress in the identified gaps in redesigning the sector
and jobs related to training and education and improving the skills of
employees, because organizations will not develop specifically sectoral



responses to solve specific problems with the application of Al (Islam
etal., 2023). The reason why employers invest in artificial intelligence
is of financial nature, because the investment in software can be paid
off over a longer period of time, and the investment in employees
through training must be paid off immediately when it is maintained.
Not infrequently, employers use Al to keep employees under control.

Furthermore, we need to answer what Al is. In some places, Al is
described as a cluster of technologies that are intended to use comput-
ers to perform tasks instead of humans, with the intention of demon-
strating cognition and the ability and competence to make decisions.
It is actually machine learning, because it's powered by technologies.
The literature tells us that Arthur Samuel was a pioneer of machine
learning. Examples of machine learning with the application of Al are
well known to everyone and are sound as an accompaniment to text,
spam filtering in online correspondence, natural voice processing and
recognition, as well as visual quality control. Machine learning (ML),
which is the basis of Al, seeks to help managers make decisions, with
the ambition of doing it as the human brain would, in order to create
better performance. Also, the goalis to help companies operate prof-
itably with the help of organizational and machine learning, and even
reorient the business model, by changing processes, or turning to other
business sectors (Deepa at al., 2024). The electronic Human Resource
Management (e-HRM) is actually “ defined as a set of configurations of
computer hardware, software and electronic network resources that
enable planned or actual human resource management activities (eg
policies, practices and services) through the coordination and control
of individuals and group-level data collection and creation of informa-
tion and communications within and across organizational boundaries”
(Nyathi, 2022). When e-HRM is introduced, it affects organizational policy
by being able to create a new redistribution of power between employ-
ees, in terms of increased performance, or less employee turnover, or
theirincreased satisfaction; then, it promotes the targeted distribution
of information in the sense that this information make it easier for the
employee to deal with some uncertainty, and thus contribute to avoid-
ing conflicts; and finally, it leads to an increase in access to information
related to the organization’s operations and business practices, as well
as anincrease in the percentage of feedback. This is necessary so that
employees get the impression of being informed, respected, but also



perceive fairness and justice at work. It helps management to discover
the variables that lead to the improvement of HRM work with the help
of Al. Considering the above, there are positive effects of Al on HRM,
the use of digitization on organizational results, in developed countries,
but also in developing countries. Al is a useful tool that strengthens the
functioning of human resources and is of great help during changesin
organization, because it facilitates the implementation of the chang-
es, the introduction of innovations and improves the competitiveness
of companies (Nyathi, 2022). “It also helps HR personnel to automate
their communications with candidates who are applying for jobs, screen
candidates from the pool of application forms, conduct large number
of interviews in a short span of time, efficiently recruit the right can-
didate for the right designation, provide performance feedback to all,
providing on time training and development to employees and maxi-
mizing their work efficiency” (Mukherjee, 2022: 150).

The use of generative Al applications and their functions facil-
itate Al-aided decision-making in retail, hospitality and tourism, while
their use in working with consumers mainly focus on improving the
quality of services, but also of communication, which leads to prod-
uctimprovement. Also, Al helps managers to solve problems accord-
ing to the ever-changing technological requirements, as well as in
line with the employees, their health, education and training. On the
one hand, this requires managers who have the capacity, knowledge
and abilities to adopt and implement Al in HRM, while on the other,
the ability of employees to use chatbots, as well as their knowledge
and experience contribute to easier and faster access to information
(Deepaetal., 2024). Major psychological problems among employees
and difficult HR practices have been observed due to new technolo-
gies that, on the one hand, improve the work of companies, while on
the other, can lead to barriers in human behavior (Arslan et al., 2022).

HR departments use entry-level Al, which cannot be said for
marketing departments that use advanced Al technology. Successful
implementation of Al requires the cooperation of government, aca-
demia, industry and the education system. “It is an emerging techno-
logical tool which helps to improve employee performances and work
productivity” (Mukherjee, 2022: 150).

What we currently have are more frequent job changes, self-em-
ployment, anincrease in precarious work, which weakens the role of



trade unions and workers' rights, which have already been shaken for
the last thirty years. Al can disrupt wages and income distribution and
fuel economicinequality. A paradox of abundance can also appear, i.e.
that the society as a whole is richer, but with the layers of the popula-
tion that are exposed to high inequality, and polarization of jobs. Em-
ployees performing low-skilled jobs are the most exposed to possibly
being replaced by robots. Nevertheless, one gets the impression that
there is a polarization of jobs, and that jobs with a medium level of
education are disappearing, and that therefore the middle class with
medium income is jeopardised. What remains are jobs that require
higher levels of education and, to a lesser extent, low-education jobs
(Mukherjee, 2022: 150).

The use of Alin HR areas in segments such as candidate sourc-
ing, screening and interviewing, as well as selection, has been very
successfully applied. Al analyzes the candidate’s CV, and when recruit-
ing candidates, introduces them to specific tasks and work history.
In addition, Al is a significant support for HRM administration, as it
can automatically select documents during reception. Thus, advanced
digitization increases efficiency and effectiveness, while also leading
to flexibility and reliability in data analysis, which is very much needed
in the HR process (Fryc et al., 2024). Individuals expect artificial intel-
ligence to help them identify the right person for the right position.
However, there are not many research studies on the implementation
of Al'in the performance of corporate HRM. In this sense, four chal-
lenges were identified, namely: the phenomenon of human resourc-
es is very complex and it makes it difficult to create clear models; it
is limited by a small set of data, mostly related to one company; they
raise questions of responsibility for decisions made on the basis of
algorithms; employee dissatisfaction caused by managerial decisions
made on the basis of Al data (Cappelli & Rogovsky, 2023).

For example, Al helps with the socialization of new employees
by making it easier for them to access information, helping employ-
ees to follow changes and align their work with new business rules.
In the literature, it can also be found that Al helps employees in cre-
ating their career and advancement plans. It further helps in building
a skilled operational management team in the workplace. Apart from
the economy, Al is being used in the health and energy sectors. For ex-
ample, in the energy sector, it is stated that the United Arab Emirates,



at the basis of its economic growth and production, has as its main
sources oil and gas. In that area, the adoption of artificial intelligence
in the UAE has the role of reducing the burden on the workforce, re-
ducing costs, increasing revenue, and providing services that are well
organized and efficient. Thus, Al improves performance in three key
areas, namely finance, operational strategies and customer services
(Afzal et al.,, 2023).

Forexample, in China, with the low-budget production, i.e. the
production of goods of low class robotics, the artificial intelligence
suffer from a lack of capacity for faster development. China made Al
a priority in its last two five-year plans, 2016-2020 and 2021-2025,
and on paper the program looked impressive. It should have taken
advantage of China's two strengths: the ability to quickly build phys-
ical infrastructure and the government’s unlimited ability to collect
and share personal data. Although China is second only to the US in
their investment in Al, the quality of research suffers from a lack of
domesticintellectual property, as well as interference caused by cen-
sorship. For these reasons, the Chinese economy remains the economy
of scale, and is not rooted in innovation (Zongyuan, 2024).

Furthermore, the Agenda of the International Labor Organiza-
tion (ILO) sees work in the future to be focusing on the needs of man,
and his rights in the light of sustainability, i.e. economic, social and en-
vironmental policy. The ILO emphasizes that the creation of jobs that
involve healthy working conditions leads to this goal, while simultane-
ously promoting a favorable environment for entrepreneurship. How-
ever, the question arises whether Al could challenge this claim. Namely,
companies introduce artificial digital technology, without taking into
consideration whether it threatens certain rights of workers, for exam-
ple the right to data protection (ILO, 2019; Cappelli & Rogovsky, 2023).
In terms of the Green Agenda and work, the management of digital
technologies should focus on dignified work, the right to green learning,
which today is deemed necessary because the population is aging, and
there are big changesin the field of labor relations. In addition, lifelong
learning helps people to improve or be trained in a new way and thus
become competitive in the labor market (Cappelli & Rogovsky, 2023).
“In modern societies, respect for autonomy, nonmaleficence, benefi-
cence, and justice are often considered the most critical principles in
human action toward oneself and others” (Mitrovi¢ & Mitrovi¢, 2023: 2).



CONCLUSION

In order for countries to survive in the international economy,
they must use artificial intelligence and other innovations in the pro-
duction and work process. Business entities that want to survive in
the international market must apply Al in their operations in order to
improve performance. The sophistication of Al has enabled the ap-
plication of business intelligence to human resource management,
automation of the data selection process, and data analysis. It also
helps shorten the development time of a product or service, as it fills
in the gaps created by the lack of internal skills. Al has contributed to
the creation of a kind of HR information system (Sousa, 2020). The
advantage of using Al is that it can be used by both employees and
employers, as it potentially processes large amounts of data that are
in turn classified and structured by the algorithm itself. It helps the
recruitment process by reducing bias and nepotism. Great importance
is placed on the dynamic capabilities, for example significant com-
pany resources, such as employees, facilities, company equipment
and overall intangible assets, which Al needs to imitate (Deepa et
al., 2024). The positive effects of the use and consequences of the
application of e-HRM are not limited only to developed economies
and their macro level. The question of whether Al is capable of fully
imitating humans, theirintelligence, knowledge and experience, will
be answered very soon.

The negative side of Al is the lack of "human presence” and
“live communication”. Furthermore, the downside is that during the
dissemination of information, personal data may be misused. A neg-
ative feature is also the constant engagement on the Web, which
causes anxiety and stress due to the feeling that one cannot respond
to requests and complete the task. This can lead to barriersin human
behavior, and cause communication problems. Research questions for
the future are whether people will engage in teamwork with robots
and how will the communication between them be operated. Will the
boundary between human action and algorithm action be clearly de-
finedin the decision-making process? Given that artificial intelligence
absorbs both positive and negative characteristics of employees, the
question remains of whether it is bound to repeat the mistakes that
humans have been making.
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Original scientific paper

Abstract This study identified patterns and trends in how Hofstede's work
was referenced by researchers in International Human Resource
Management by examining citations during more than four dec-
ades. The analyses showed a growing relevance and sophisti-
cation in applying Hofstede's dimensions as a paradigm. The
framework’s full potential was realized progressively. Initially,
the application was simplistic. A more complete and integrated
approach involving other fields of research emerged within IHRM
research. From partial to complete application demonstrates
how a theory can deeply influence a field. The study shows the
importance of constructively adapting an understanding of cul-
tural dimensions to improve global HR strategies. Societal culture
emerges as a contingency with the puzzle of Japanin the 1980s,
followed by increasing globalization. Employee, leadership and
power distance are central concepts for the IHRM. Our biomet-
ric analysis based on titles and abstracts, is assumed to serve as
a proxy for full content analysis of approximately 2,600 articles.
Keywords: Societal Culture, IHRM, Hofstede, Bibliometrics, Par-
adigm, Employee, Leadership, Power distance

1. Introduction

Climate issues, immigration, pandemic related interdependen-
cies, high politics and trade are among the topics that management
andinternational business researchers are encouraged to engage in.
Regardless of motivation, research fields of international business
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and management continue to relate research activities to the needs
of the business community and what educational institutions require
in preparing students to handle real life issues. The puzzles are often
reflected in the researched topics of the day.

International Human Resource Management exemplifies a field
that comprehensively follows the contingencies that develop over
time. Country culture differences represent a challenge for interna-
tional business at the turn of the 21 century.

Over time, societies learn to solve the problems they face. Dif-
ferent solutions are selected to solve the same problems. Country cul-
ture differences are often reflected in societal institutions and values.
Institutional differences are visible and relatively easy to access and
relate to. Differences in values are invisible and need interpretation
to become noticeable.

Values are understood as preferences about how the problems
that a society faces are best met, if you look at country differences
from the functional point of view. The best known functionally based
values construct used in cross cultural management are the four, later
five dimensions of societal values linked to nations that Geert Hofst-
ede developed (Peterson & Sgndergaard, 2008:xxvi).

Geert Hofstede's dimensional framework addresses important
culture related contingencies that vary across countries and in coun-
try regions (Hofstede, 1980; Hofstede, 1983). In studying the appli-
cation of Hofstede's dimensions in management research, the IHRM
field stands out as the one with the fullest application (Sendergaard,
2024). The study contains an analysis of how the fields studying in-
ternational aspects of business have used the two most cited man-
agement-related articles that Hofstede published.

This study of the development of the field of international
human relations in international business rests on two assumptions
with their advantages and disadvantages:

1. First, important developments in the field can be analyzed by
observing how contingent factors/variables emerge and be-
come research topics.

2. Second, a functional perspective will be applied to explaining
the trends.



Adeeper understanding of each of the trends is A deeper un-
derstanding of each of the trends is not always interpreted in a pos-
itive way and is not always in favor of many trends. The contingency
approach allows for a high level of abstraction which fits with the
limitations of the biometric analyses needed to analyze the amount
of research over so many years.

The contingency approach allows identifying the dynamics of
the field by comparing selected periods of time. If periods of time are
compared, then we single out different important contingencies at
different times. Insight based interpretation will be used to evaluate
the role of the contingencies in the selected periods. A comprehen-
sive overview based on many publications will be provided, despite
the shortcomings pointed out here.

Bibliomic research have been providing descriptive analyses
of the influence of various theories, such as Bartlet and Ghoshal's or
Hofstede'swork (Ferreira, 2011; Ferreira et al., 2014). Here we will try
to go deeperandinterpret the trends. Acomprehensive insight in the
relevant fields is required for doing so. Research and PhD workshops
over the past decades have enabled me to do so (Peterson & Sgnder-
gaard, 2008; Peterson & Sgndergaard, 2011; Peterson et al., 2018; Sgn-
dergaard, 1994; Sendergaard, 2024; Sendergaard & Peterson, 2008).

The exploration is operated here as a biometric analysis based
on titles and abstracts which will be analyzed as an assumed proxy
of a full content analysis of about 2,600 articles. These articles have
found is necessary to cite one of the top two most cited articles Hof-
stede published, wherein Hofstede’s framework was introduced to
the field of management (Hofstede, 1980; Hofstede, 1983). The two
articles are treated here as one source because of the degree of the
content overlapping. The map of the topics covered in these 2600
articles is shown in Figure 1.

First, important developments in the field can be analyzed by
observing how contingent factors and variables emerge and become
research topics. Second, a functional perspective will be applied to
explain the trends.

Given these assumptions, a deeper understanding of each trend
is not pursued at the expense of an overview of many trends. The con-
tingency approach allows for a high level of abstraction, which aligns
with the limitations of the biometric analyses required to examine



the extensive body of research over many years. This approach helps
identifying the field’s dynamics, by comparing the selected periods. By
comparing different periods, we can isolate important contingencies
atvarious times. Insight-based interpretation will be used to evaluate
the role of these contingencies in the selected periods, providing a
comprehensive overview based on numerous publications, despite
the noted shortcomings.

Bibliometric research has provided descriptive analyses of the
influence of various theories, such as Bartlett and Ghoshal's or Hofst-
ede'swork (Ferreira, 2011; Ferreira et al., 2014). Here, we aim to delve
deeperandinterpret the trends, requiring comprehensive insight into
the relevant fields. Research and PhD workshops over the past decades
have facilitated this deeper understanding (Peterson & Sgndergaard,
2008; Peterson & Sgndergaard, 2011; Peterson et al., 2018; Sender-
gaard, 1994; Sendergaard, 2024; Sendergaard & Peterson, 2008).

The biometric analysis in this scientific work is based on the
analysis of the titles and abstracts of 2,600 articles. Two important
articles by Hofstede are cited in them, thanks to which Hofstede's
framework was introduced to the field of management (Hofstede,
1980; Hofstede, 1983). These two topmost cited in management are
treated as one source due to a significant overlap in terms of content.
Thus, a map of the topics covered in these 2,600 articles was formed
and is shown in figure 1.

Figure 1. Trends of topics 1980-2022 applying the two most-cited
Hofstede's articles in management

Hofstede's
Paradigm

Hofstede’s
Concepts &

Business Dimensions

Economics

Social
Psychology

Human
Relations

Source: Sendergaard, 2024: 237, black and white version.



From the total number of publications, the terms containedin
the mentioned two most important Hofstede publications were sin-
gled out. Terms of topics are generated from publications of which
the argument needs to make a reference to these two Hofstede pub-
lications The biometric analysis produced 30,850 terms, where stand-
ard selection assumed the minimum of ten occurrences of term. 872
terms met that threshold. A relevance score was calculated for each
of the 872 terms. The most relevant terms involved 523 terms which
comprised 60% of the most important terms. Five research themes
or academic disciplines emerged from the analysis.

Figure 1 represents a version that was not possible to publish
in format of the book chapter. The colors of the clusters serve to out-
line clearly distinct fields of research. In red color, we see business
economics themes. Green color designates human resources manage-
ment themes. Yellow is designated to Hofstede conceptualization and
dimensions. Blue color has been allotted to the topics that relate to
the Hofstede’s paradigm. Pink represents social psychology, though
less obviously. Authors of dealing with social psychology are vaguely
interested in topics related to business and management.

Business and HR research use Hofstede framework rather wide-
ly, if we look closely at the yellow group of topics relating to Hofst-
ede’s concepts and dimensions (see figure 2). Power distance and
individualism are popular culture dimensions. Power distance seems
to be cited with topics of a more general nature in economics. In
the HR research, however, power distance appears with relation to
a more content-strong theme within the field of HR. Individualism
seems to be associated with similar themes in HR, and not so much
in business economics.

Business and HR research seems to use the framework very
differently. The business research seems to connect Hofstede’s frame-
work with the challenging topics of international business. Positive
and moderating effects seem to be connected to the culture frame-
work via the green HR group.

The field of HR correctly applies Hofstede's framework for ana-
lyzing country differences with respect to culture of importance to
work (in the workplace). In particular, it turned out that the impor-
tance of human resources is in focus in Hofstede's framework. Hof-
stede’s notions conceptualize the business organization operating in



Figure 2. Hofstede's Framework relating to research topics of Business and
Human Relations 1980-2022
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more countries from the viewpoint of the employee, e.g. which can
include open criticism without fear, indicate what brings joy in work
the fields. The analysis shows that the fields of Human Relations un-
derstand Hofstede's theory and concepts.

We will understand how the HR field managed to get there by
exploring the trends in the application of this framework, and observ-
ing emerging topics, as well as stable themes over time.

2. Culture Related Contingencies in International
Human Resource Reseach from 1982-2024

Theories of leadership and job motivation are the basic topics
in the field of human relations in business management. A functional
perspective allows us to focus on how the challenges faced by business



at different times have been transformed into research topics in that
period. Over more than four decades, the IHRM has followed the trend
of incorporating topics of interest for the practices of management,
but also for the aim of educating students to better deal with the
current challenges in international business.

2.1. Beyond Universal Nature of IHRM Research Topics

HR as a field of study has changed, following the needs of
increasing internationalization of business. Leadership theories and
theories of job motivation were developed, when there was a need
to spread knowledge on a systematic level during WWII and after.
Many had to be trained to lead, and funding was made available to
develop leadership behavior training material. Two classic examples
are Ohio State Leadership Studies and University of Michigan Leader-
ship Studies (DeCrow, 1964; Perruci & McManus, 2012; Shartle, 1979;
VanQuaquebeke & Vogt, 2022; Yunker & Hunt, 1976).

A functionally motived development took place from around
1980. At that time, there was a debate regarding the issue of regard-
ing country culture as a distinct contingency variable (Child, 1981).
Until then, leadership and human relation related theories explained
country differences as mostly rooted in educational traditions and
economic development. The universal nature of such theories was
generally assumed.

Given the spread of internationalization of business, there was
a need to better understand the different conditions under which
HR was practiced. Culture differences were considered a black box
often added when no other explanation could be found. Peterson
and Sendergaard provides a fuller functional descriptive overview
of how the topic of culture is introduced and developed (Peterson &
Soendergaard, 2012; Peterson & Sgndergaard, 2008).

From the early 1980s, Hofstede has published articles where
country culture was introduced as an independent systematic varia-
ble to account for a part of the differences between countries. The
conceptualization took place based on an unprecedented large, but
biased survey material. For example, the IBM cultural bias erased many
other reasons for differences, such as education, gender, profession
and hierarchical positions factors that then had been considered the



theory reasons for the differences. Country elites in different work
categories are selected and developed due to a strong consistent
recruitment practice and resourcefully backed training program of
employees and managers in IBM.

Hofstede worked as the head of Human Relations in the Euro-
pean headquarters of IBM. Over the years, puzzling country-related
differences surfaced. Hofsted worked on personal files in the 1970s
and inductively found four dimensions of country differences regard-
ing work-related values.

One important way to look at the development of internation-
al HR, is to see how Hofstede's dimension moved into the field and
made sense to the researcher who wanted to make the field available
to practitioners and students in the globalized business world that in-
cluded anincreasing number of people, societal levels and countries.

Figure 3. Research Topics with the Need to Cite Hofstede's Framework
1982-1995
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3. Development Over Time

A subdivision into periods will provide a fuller picture of the
developmentsin peaking topics, and the relationships between them.
The range of yearsis uniform in each period, i.e. each periodincludes
a stage of ten years. The first period was longer because of lack of
research to analyze.

3.1. Topics From the Early 1980s to Mid 1990s.

The first period is characterized by few studies. The period
needed to be extended until 1995 to include enough citations. There
are only a few publications that are of interest to us that date from
the 1980s. Most of the research publications that cite any of Hofst-
ede’'s management related articles originated in the early 1990s, i.e.
1991-1995 had 1,169 terms or topics out of the total number of 1,236
terms for the entire period 0f1982-1995.

Hofstede's argument about cultural relativity is shown in every
field. Figure 3 indicates that research debates in the various fields are
distinct within each field. The fields are far from each other. The fields
of research do not share topics. The distance on the map between
the fields indicates independence.

Topics within the field of business economics are marked in
red in figure 3. Human resources topics are dealt with in two dif-
ferent fields marked green and yellow. With the topic of leadership
the field of human resources is connected to the topics of business
economics. Japan is connected to research topics within the field of
research related to the topics regarding the individual. The brown
group of topics relates to different Western — vs Asian perspectives,
concerning Confucian dynamism.

In Figure 4 we focus on the research topicsin HR during the period
1982 to 1995. HR research topics are marked in green. The topic of Ja-
pan relates to all HR research topics in this period. The topics reflect the
puzzle of international business success of Japanese companies. Country
and organizational culture became widely accepted topics in search of
understanding the loss of competitiveness strength of the US compa-
nies at the time. Employee is a central research concept as it is linked to
all the topics, including Canada. Japan as a research topicis not linked to



any otherresearch fieldsin figure 4. Business rivalry is only connected to
human resources management and linked to the human side of business.

In contrast, in the aftermath of WWII, the challenges of inter-
national processes of US companies facilitated research projects to
further the understanding of the overseas market conditions. A main
project in this tradition was the industrial man project (Kerr et al.,
1971). One such example is a piece of research on the European pat-
terns of management, which highlights the levels of economic and
educational development to account for the differences (Haire, 1966).

From the functional perspective, the economic and educational
situation in the 1980s introduced country differences at a different
level, allowed, among other things, by the systematically and empir-
ically based framework of country differences along the cultural di-
mensions offered by Hofstede. In short, the puzzle of international
success of Japanese business brought about the interestin analyzing
the role of country cultures on a systematic level.

Figure 4. Research Topics HRM with the Need to Cite Hofstede's
Framework 1982-1995

Source: Author’s calculation based on the sample 2024

3.2. Topics of the Late 1990s

During the second half of the 1990s (see figure 5) Japan was
replaced by the US and Mexico as the country variable related to the



researched HR topics where Hofstede’s framework was needed. Ja-
pan was no longer a big issue.

Global competition emerged as a topic. Leadership becomes a
topicin this group as do teams, negotiation and global competition.

Employee and, to a minor degree leadership, continue to be
topicsin the second period of focus. Employee is the central topic con-
nected with reward, empowerment, negotiation, but not leadership.

Moreover, during this period, we find an increased number
of researched topics. The HR research topics seem to be interlinked.
And in contrast to the previous period, they also connect with topics
from other fields.

Research topics are getting connected across academic disci-
plines which seem closer connected in contrast to the clear separation
of fields in the first period of our interest. The field of international
business economics is distant and not connected to any other fields.
(not shown in the figure).

The last part of the 1990s found an expanded research agenda
where Hofstede's framework needed to be referred to. The increased
complexity of international management and business is indicated by
the growing interconnections with other fields of research, which is
a new feature specific for this period.

Figure 5. Research Topics in HR with the Need to Cite Hofstede's
Framework 1996-2000

Source: Author’s calculation based on the sample 2024.



Figure 6. Research Topics in HR with the Need to Cite Hofstede's
Framework 2001-2005.

Source: Author’s calculation based on the sample 2024.

3.3. Increased Complexity in Early 2000s

In the period from 2001 to 2005, the fields of research appear
both closer and more interconnected than in the earlier periods (see
figure 6).

Classic business economics topics now connect with traditional
HR topics. Germany emerges as a significant topic related to manage-
ment practices. “World” also becomes a HR related research topic.

Globalization has become animportant topic, linked with tran-
sition economies, technology, and multinational companies. Internet
becomes a HR related topic.

During this period, “employee” and “leadership” are no longer
central topics. Instead, the focus shifts towards structuring concepts
at a higher level of abstraction, such as subculture, cross cultural in-
vestigation or comparison, application, mechanism, degree, and man-
agement practice (see figure 6).

Two trends emerge from the pattern of HR Topics Citing Hofst-
ede’s Framework (2006-2010). First, in the period from 2006 to 2010,
the topic of Chinese employees gains prominence, significantly shift-
ing the focus within the employee category (see Figure 7).



Figure 7. Research Topics in HR with the Need to Cite Hofstede's
Framework 2006-2010.

Source: Author’s calculation based on the sample 2024.

Second, Hofstede's dimensions of power distance, individu-
alism, and masculinity become important topics during this period.
It appears that Hofstede's concepts stand out as being highly used.
It takes time for a trendy paradigm to become accepted and used as
a research tool.

In contrast, leadership and employee, as general topics, are
not among the most important topics of this period.

Figure 8. Research Topics in HR with the Need to Cite Hofstede's
Framework 2011-2015

Source: Author's calculation based on the sample 2024.



From 2011 to 2015, “employee” becomes a very central topic
in HR pieces of research that cited Hofstede's framework articles. The
“employee” topic links with most HR-related topics, such as “leadership
style”, “commitment” and “satisfaction”. “Leadership” also emerges
as an important topic, particularly in relation to “leaders” and “lead-
ership styles”, and is often associated with “collectivism”.

Positive aspect topics, such as “mediating roles”, “satisfaction”,
and “job satisfaction”, reflect that these contingencies are generally
associated with positive outcomes.

The IHRM field does not engage with other fields of research
from 2011 to 2015, figure 8 reflects the standalone nature of the
field research.

Figure 9. Research Topics in HR with the Need to Cite Hofstede's
Framework 2016-2020.

Source: Author’s calculation based on the sample 2024.

“Employee” continues to be animportant and central concept
(see figure 9). The term of “employee” is connected to “organization”
and, to some degree, to “leadership” and “leadership styles.”

The importance of moderating effects also reflects the influ-
ence of globalization on organizations. This implies that in this field
of research, the variables relating to country culture differences are
considered one among other important variables to consider in the
analysis of international human resource topics.



Using Hofstede’s framework to address these traditional HR
concepts makes sense, and the moderators indicate that cultural dif-
ferences are considered among other independent variables.

The examples shows that the field now reflects the intended use
of Hofstede's framework, as evidenced by the numerous topics with
“employee” in the center, along with “leadership” and “organization”.

Figure 10. Research Topics in HR with the Need to Cite Hofstede's
Framework 2021-2024

Source: Author’s calculation based on the sample 2024.

3.4. Complexity of Reseach Topics’ Cross Field
Interconnections in Early 2020s

During the most recent period (2021-2024), “employee,” “lead-
ership,” and “organization” remain important topics. The “employee”
topic has consistently been central, except during 2001 to 2005, con-
necting with various contemporary issues.

Business economics terms have moved closer to the HR field
and are linked with several HR-related topics. Globalization process-
es are connecting economics with HR topics, indicating an integrated
approach. Since 2016, the field of business has moved closer to the
field of HR. VOS viewer locates these fields as very close.



In the last period, numerous links connect the two fields, show-
ing theirincreasing integration and that the increasing complexity of
research topics requires involvement of several academic research
fields to analyze important topics.

4, Conclusion

This study utilizes bibliometrics to analyze citations of Hofst-
ede’s two most frequently referenced journal publications. The topics
are derived from the titles and abstracts of these citations, focusing
on the application of Hofstede's framework where its use has been
deemed necessary for the authors’ arguments.

The subdivided analysis shows that the unique complete ap-
plication of the Hofstede frame in the field of international human
resource management has emerged bit by bit over decades. The fol-
lowing summary of the key findings illustrates that the field of IHRM
has gradually reached a complete implementation of the Hofstede
framework, of which the understanding matured over time.

Key Findings

First, the field isinfluenced by Japan and the characteristics of
the early cultural studies in business and management. The puzzle of
Japan’s success in international business during the 1980s and early
1990s stimulated interest in the topics related to culture and country
differences. Prior to Hofstede’s framework, country cultures were
often considered a "black box,” with country differences primarily
attributed to institutional and economic development factors. Hof-
stede’s framework allowed for a systematic application of HR topics,
albeit initially in a basic and introductory manner.

Second, International Human Relations saw an evolution of
country-specific focus. In the late 1990s, certain countries, such as
Germany, became focal points, but were eventually replaced by new
contexts, like Chinese employees, in the early 2000s. Around 2010,
theissues related to globalization began to emerge, and country-spe-
cific topics started to fade, giving way to themes such as working in
multinational companies across cultures.



Third, the analyses indicated the centrality of employee and
leadership topics in articles where Hofstede's framework needed to
be referred to. The “employee” topic has consistently been central,
except from 2001 to 2005, connected with various contemporary is-
sues. The "employee” remained therefore a significant topic, often
linked with leadership and organizational theses reflecting different
aspects of authority. Power distance was frequently examined from
a bottom-up perspective, highlighting the hierarchical distance be-
tween employees and superiors.

The central topic of “Employee” illustrates the vertical per-
spective of organizational authority using power distance to see the
invisible sides of authority as it appears from below. HR researchers
appear to have used Hofstede's framework correctly, integrating it
into various HR-related studies.

5. Discussion of the Results

The study of the culture related contingencies applied in the
IGM research over four decades has several limitations which relate
to the selection of research topics and the Hofstede framework.

5.1. Limitations Due to Analytic Tools

First, in the selection of citations for the bibliometric analysis,
titles and abstracts are here prioritized over keywords, as abstracts
provide more reliable information about the publication’s topics. It is
however only a proxy for the content of the article and may therefore
not give the full picture of the arguments pursued in the publication.

Moreover, a standard threshold of ten occurrences is used for
topicselection, butitis adjusted for the first period to include a broad-
er range of publications, ensuring a comprehensive map of topics. Se-
lecting the topic standard of ten as a point of departure, we deviate
from this standard to study an area with relatively fewer publications,
which allowed us to gather enough publications and map the topics
therein. A lower threshold of occurrences may have provided a finer
account of the topicsin certain periods, especially in the first decades
included in the study.



The selection and patterns of connections are not random.

Second, the study focuses on citations where Hofstede's frame-
work was introduced to the management field, limiting the analysis
to HR contingencies related to country cultural differences. The likely
bias in selecting articles inspired by Hofstede’s work helps us pinpoint
HR-related topics of the time. In this case, the shortcoming becomes
an advantage for the purpose of the study. Non cultural contingen-
cies may have provided a different pattern of research topics in the
various periods. This comprises a limitation when it comes to the un-
derstanding of the topics of the day.

The specific reasons for citing Hofstede's framework are not
always clear, as the bibliometric analysis uproots citations from their
contexts.

The quality of the research behind the various positions was not
assessed, and the study did not engage in the debate for or against
the framework.

5.2. Findings Beyond Limations

However, the analysis of the research topics where the authors
found it necessary to refer to Hofstede's framework of country cultur-
al differences, points to several observations of lasting importance,
beyond the constraints of biometrics and the framework.

First, the study’s focus on citations of Hofstede’s work allowed
for the identification of key HR topics over time. The introductory na-
ture of Hofstede’s articles likely inspired the authors of many citing
articles to use the framework as a paradigm to understand otherwise
unrelated phenomena.

For example, the role of the puzzle of Japan is not a coinci-
dence. Before this, the striking economic and social progress of post
WW Il West Germany had indeed been perceived as remarkable. We
explain Wirtschaftswunder (1948-1973) without any invisible country
culture factors. The international business success of Japanese com-
panies did include invisible country culture variables. Societal level
learned problem-solving solutions needed to be taken into account
when it comes to the Japanese industrial success.

Japanese country culture developed over time often in con-
scious isolation from other countries, most notably in the Edo period



from around 1600 to 1868. Japanese country culture continues to
puzzle. Japanese societal culture has an independent position in con-
trast to other countries. Cluster analyses made by many different au-
thors show that Japan continues to form a “cluster” only with Japan,
whereas other countries group together in being different from others
(Ronen & Shenkar, 1985, 2013). Japanese business culture is the re-
sult of social heritage, accepted religious values and deep traditional
beliefs.” Understanding Japanese cultural values in business is very
important for business cooperation to be successful” (Maksimovich
& Blagojevich, 2024: 67).

Second, the study highlights the evolution of classic HR re-
search topics, such as “employee” and “leadership” in different tem-
poral contexts. The study also demonstrates the enduring relevance
and adaptability of Hofstede's cultural dimensions framework in the
field of international human resource management as a paradigm.

As understanding of Hofstede's cultural dimensions theory
deepened, its application in the IHRM became more sophisticated
and complete. The application of Hofstede’s framework in the IHRM
did not occur all at once but has slowly evolved over time. As more
research utilized Hofstede's framework, the field’s comprehension
of its principles improved, leading to more nuanced and effective
applications in the IHRM. By examining citations, the study identified
patterns and trends in how Hofstede's work was referenced, high-
lighting the growing relevance and sophistication in its use. Initially,
applications of Hofstede's framework might have been simplistic or
partial, but over the decades, a more complete and integrated ap-
proach emerged within the IHRM research.

The findings suggest that the full potential of Hofstede's
framework was realized progressively, indicating that seminal theo-
ries can take considerable time to be fully appreciated and applied
in practice.

For practitionersininternational human resource management,
the study underscores the importance of adopting a well-rounded
understanding of cultural dimensions to improve global HR strategies.

The bibliometric analysis of Hofstede's citations provides a
nuanced understanding of how his cultural dimensions theory has
influenced IHRM over the past four decades. While the study faced
limitations related to citation selection and the scope of analysis,



it effectively identified key HR topics and demonstrated the lasting
importance of Hofstede's framework. The evolution of HR research
topics and the consistent application of Hofstede's dimensions high-
light the framework’s enduring value in exploring and managing cul-
tural differences in international business.
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Abstract

Original scientific paper

Human resource management is a modern concept or approach
to business resource management that arose in the second half
of the 20% century. The emergence of this concept was preceded
by the concept of personnel management.

Starting from the initial assumption that human resources are
intangible business resources whose role in achieving competitive
advantages is crucial, human resource management becomes one
of the most important activities for any modern business system.
In this paper, human resource management is observed as a com-
plex process that is perceived through the prism of the origin
and development of the concept, applying adequate scientific
methods of analysis and synthesis, induction and deduction, his-
torical as well as comparative methods.

Keywords: human resources, human resource management,
changes, knowledge, managers, knowledge workers
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Introduction

In the second half of the 20t century, society as a whole faced
numerous challenges that brought with it various social, economic,
technical-technological and political changes in all areas and human
activities. These changes had their repercussions on business systems
and companies, imposing a new business philosophy of organization-
al behavior and action as an imperative for success. A strategic ap-
proachin change management and human resource managementis
taking the place of the dominant management paradigm (Mpemosuh,
2022:413). The main sources of gaining competitive advantages have
changed over time. Contrary to earlier times in which the success of
companies and national economies, in general, was measured by the
amount of products produced and sold, today world society is turn-
ing to the service sector, in which the dominant place is occupied by
human resources and the field of intellectual capital, which is at the
disposal of one organizational system (company, institution, country).

The economy as we know it today is constantly changing and
adapting to the needs of society. The founders of the new theory
of growth, led by the influential American economist Paul Romer,
which is established in economic theory but also confirmed in prac-
tice, claim that there are no longer any mechanisms, nor even such
economic policy that can create growth based on a combination of
classic resources — raw materials, labor, capital. The essence of the
new theory of growth is the shift from an economy based on material
resources to an economy based on knowledge. These relationships
are also transferred to the company being transformed from a capi-
tal-intensive to a knowledge-intensive company (Apcuh & Mpemosuh,
2020: 37-38). In the modern business environment, surplus value
arises primarily as a result of intellectual work and capital, that is,
various innovative and knowledge-based research and development
activities. Adequate and timely response in unpredictable business
conditions is of essential importance, and the assumption for such
management response is that employees have the need and desire
to learn and develop their knowledge, abilities and skills. Investing
funds in the development of human resources and encouraging in-
novative activities based on knowledge is one of the basic indica-
tors of the success of modern companies, but also one of the global



indicators of the success of a national economy and technological
progress of the country.

1. Theoretical Framework

Concentration and centralization of capital, globalization, in-
creased competition, rapid changes in phenomena, processes and
events, shortening of the life cycle of products and technology — all
these are the phenomena and processes that have influenced the in-
crease in the role of human resources and the importance of human
resource management in modern business. While “in the age of ma-
chines, people were secondary, and things were at the center. In the
age of information technology, things are secondary, and knowledge
is at the center. The value of the company does not come from things,
but from knowledge, skills, intellectual property, competence, and all
of thatis contained in people”, as pointed out by Hamel and Prahalad.
That is why the focus of modern management is human resources,
thatis, their role, place and importance in every organizational system
today (Mpemosunh, 2021:11-12).

The term human resources were interpreted differently. Thus,
that the term human resources was too crude to denote people as
living beings, because it was assumed that the word resource itself
was something that would rather denote equipment in the organi-
zation, but by no means human potential. However, under the term
“resource”, people get a key place.

By the term human resources, we mean the entire human po-
tential that exists in a business system, which consists of the individual
characteristics of each employee, such as: knowledge, abilities, com-
petences, skills, value system, experience, creativity, innovation and
motivation that are needed to achieve defined goals organizational
goals. “Although the recent tradition has been to organize human re-
sources activities by function, such as staff registration, remuneration
and labor relations, in recent studies there is a newer understanding,
according to which human resource managementis the starting point
that provides supportin the takeover, game the role of a service tech-
nician in the organization and harmonizes the numerous differenc-
es between people” (Maksimovi¢, 2004: 16). Pointing out the impor-
tance of intellectual capital and knowledge, Drucker introduced into



economic theory the term “knowledge workers” who become the
dominant group within the workforce. Knowledge workers use their
knowledge every day in their work, thus creating new knowledge and
becoming generators of constant improvement and intensive devel-
opment. They became the foundation of modern society, which is
called the knowledge society.

2. Materials And Methods

1.1. The genesis of the origin and development of human
resource management

Investing funds in the increase of material and financial assets
was one of the basic measures of business success of the company
at the beginning of the last century. In that period, companies tried
to ensure the most stable and predictable conditions and rules in
business, which is why company strategies were most often defined
and implemented reactively, in accordance with relationships and
processes in the internal and external environment. “The focus was
on the application of the know-how approach, and in the domain of
human resource management and knowledge management, on the
predominant role and importance of more experienced workers who
were in the function of mentors to younger and more inexperienced
individuals” (Mpemosuh et al., 2012: 141).

However, modern understandings and approaches to managing
business entities differ significantly, which is especially pronounced in
the area of human resource management. Human resources represent
averyimportant determinant of the success of business, technological
development and planning of the future economic development of the
country, which is why in the most developed countries today, the de-
velopment of human resources through enhancing the improvement
of existing knowledge and continuous learning (concept of lifelong
learning) is given increasing importance each day. “The knowledge that
is based on science, technology, engineering, and mathematicsis the
basis for the development of any country... Nowadays, more invest-
ments are done in educating staff who will apply this new knowledge
based on science, technology, engineering, and mathematics (STEM)”
(Puska et al., 2023: 475). As authors point out “while many countries



have begun to include entrepreneurship in national education plans,
it is important to appreciate the cultural, social, economic, and po-
litical organization and how they may impact entrepreneurial skills,
knowledge, and behavior” (Maric et al., 2021:2). The fact that more
than 50% of the GDP in developed economies is based on knowledge,
i.e.intellectual property and human capital, indicates the central role
that human resources play in modern society and economy.

“In today’s world market, human resources play a dominant role
in the process of realizing the competitive advantages of companies.
This is precisely why human resources and the process of their man-
agement are being given increasing attention. The growing interest
in analyzing human resources and studying the basic laws of the hu-
man resource management process show that this area of business
economics and management is increasingly important and current.
Consequently, As a result, the number of experts dealing with the
study of human resources and the process of human resource man-
agementin companiesis also increasing. The ruling attitudes and un-
derstandingsin the consulted foreign and domestic literature indicate
that human resources and human resource management are given
increasing importance. With its complexity and dynamism, this area
of business economics and management represents an area of special
interest in numerous researches of the last few decades (Mpemosuh,
2015: 5). "Human resource management consists of the policies and
practices necessary to implement the *people* or human resource
aspects of a management position, including selection, systematic
evaluation, training, and rewards” (Maksimovi¢, 2004:19).

Human resource management represents a relatively new con-
cept or approach to management that emerged in the 1980s. The
emergence and development of this concept was preceded by the
concept of personnel management, thatis, the concept of personnel
management. “Personal management involves a series of activities
that: first of all, provide working people and the organization that
uses their abilities with the opportunity to reach an agreement on
the goals and nature of the employment relationship, and then im-
plement that agreement” (Torrington et al., 2004: 21).

In the framework of personnel management, the manager’s
goal was to inform about the basic needs and attitudes of employ-
ees in order to use that knowledge towards improving the business



abilities of employees. In the majority of companies, the personnel or
personnel function was not integrated into the management system of
the company, but was treated individually as a separate management
activity. On the other hand, within the framework of human resource
management, human resources managers are primarily directed to-
wards the implementation of the adopted business strategy and the
continuous improvement of the performance of all employees and
the company as a whole.

In Legges opinion, there are differences between personnel
and human resource management, which are, “actually very small,
but still there.” The three most important differences are as follows:

First, human resource management concentrates more on what
has been done for managers than on what managers have done for
other employees;

Second, there is a preventive role of line managers and

Third, there is management responsibility in terms of culture”
(Mpemoswuh, 2021: 106-107).

From this perspective, human resource management can be
seen as a contemporary mutation of a long line of development that
marked the practice of personnel management during the past centu-
ry. Human resource management is therefore the newest dimension
of roles that has developed in different directions during different
stages of its development history,” Legge concludes.

Unlike him, David Guest believes that the differences between
these two approaches to human resource management are signifi-
cant. Guest presented these differences through the so-called “stere-
otypes of personnel management and human resource management”
(Mpemoswuh, 2015: 216).

Other authors also point to the existence of significant differ-
ences between these two approaches. Namely, in contrast to person-
nel management, HRM is practically a matter of strategic discipline, as
well as direct involvement in the management of the company itself.
A practical novelty in the development of human resource manage-
ment is that it is integrated into all levels of management (from top
management to line managers). The model is oriented towards peo-
ple, with a focus on maximizing individual talent, and signifies the to-
tal spiritual and physical potential of all employees in a company, but
also the continuous potential of the organization, while in the case



of personnel management, it is primarily an administrative function
(Mpemoswuh, 2021:108).

Analyzing the basic changes resulting from the application of
human resource management, Macura (2012: 27) singled out a total
of six most important ones:

1. The practice of employment planning has shifted from a
technical focus and labor forecasting to establishing a link between
human resource planning, broader organizational strategy and the
organization’s business planning.

2.The work of negotiating and administering collective agree-
ments extends to “employee management”, where the inclusion and
participation of employees in decision-making related to work plays
an important role.

3. The earlier interest in work morale and satisfaction of indi-
viduals is replaced by a broader interest that is denoted by the terms
“organizational climate” and “organizational culture”.

4. The idea of selection, training, performance evaluation and
compensation, which are related exclusively to the individual, is re-
placed by the belief that successful teamwork is of great importance
in achieving success.

5. The main interest of the personnel function, the reduction
of costs, absenteeism and employee turnover, replaces the point of
view that human resource management can make a significant con-
tribution to overall organizational success.

6. Instead of narrowly focusing on training and practicing the
skills of the individual, the interest is focused on developing the long-
term potential of the employees to the full extent.

Cascio W. F. (1995) indicates the existence of four basic stages
on the development path of modern human resource management.
According to his opinion: First phase from the beginning of the 20t
century to the 1960s, which focused on administration and the organi-
zation of special so-called personnel departments, with the application
of selection and orientation of newly employed workers; Second phase
from the beginning of the 1960s to the beginning of the 1980s and
the adoption of the Civil Rights Act in the USA, in which the issues of
labor relations were legally regulated with the increase in the impor-
tance of the personnel function as a result of increased court costs,
the inclusion, as well as larger involvement of managers of all levels,



especially developing some functions of human resource manage-
ment in the field of training and development, rewarding and earn-
ings, career management; Third phase from the 1980s to the 1990s,
which is more directed towards the costs and efficiency of human re-
source management functions, within which employees are starting
to be seen as a valuable resource of the company that can provide
a competitive advantage, while the diversification of the workforce
and the appreciation of cultural differences are implemented; and
Fourth phase from the beginning of the 1990s in which the strategic
and developmental functions of HRM are developed with a focus on
creating competitive advantages through employees.

In the context of its origin and development, human resource
management represents “the last in a series of incarnations that per-
sonnel workers have reached since the appearance of the profession
itself a hundred years ago” (Torrington et al., 2004: 15). As changes
in the environment bring challenges for organizations, there are also
numerous challenges in the field of human resource management,
and a high level of efficiency and effectivenessis required in this area
of management as well (bepbep, 2016: 943).

When analyzing human resource management as a busi-
ness-management concept from the perspective of changes that are
the result of its practical application in companies, it can be said that
these organizational changes are significant and that they primarily
relate to the change in employees’ awareness of the need for their
active involvement in achieving better organizational performance.
The research led to the conclusion that human resource management
was developed in the last phase of the development of personnel
management and it represents a response to global socio-economic
changes and challenges. In contrast to the bureaucratic-administrative
approach to human resources in companies, a strategic approach that is
directed towards anticipation and prediction of changes in the external
and internal environment and the future directions of the company'’s
developmentisincreasingly being developed and increasingly applied
(Mpemoswh, 2021: 106-107). “International requirements in terms of
human resources that are placed in front of companies are people with
international experience and vision. From those reasons, the firstitem
of the definition of international human identification and retention
of high-quality people, people with talent, people who are successful



and ready to put their skills into international context, which increases
the talent in the structure of employees, and they connect strategic
goals and IHRM goals” (Maksimovi¢, 2017a: 107; Maksimovi¢, 2004: 17).

2.2. Terminological definition of the term human resource
management

When trying to determine the terminological definition of the
concept of human resource management, it should be kept in mind
that there is no universally accepted definition of human resource
management, or human resource management. The term itself “has
four basic meanings. Human resource management can be seen as:

1. A new scientific discipline —in this context, human resource
management is “an area of research and organization of knowledge
aimed at understanding, predicting, guiding, changing and developing
human behavior and potentialin social institutions, i.e. organizations”
with the aim of establishing legality and creating basic assumptions,
methods and procedures of human resource management.

2.Managerial function —which combines regular management
activities in the company in the field of employment, development,
rewarding and motivating employees. Finding adequate people, hiring
them, motivating them and enabling them to do their work in their
own way is one of the most important managerial tasks.

3. Special business function and discipline in the organization —
which encourages a more humane attitude towards employeesin the
work process. Employeesin the company are no longer an object, but
become an essential subject of the management process by partici-
pating in the creation of a vision, the development of a strategy and
the formulation of organizational goals. In this way, the strengthening
of teamwork and trust is positively influenced and the humanistic-al-
truistic values of employees are stimulated. Instead of the traditional,
so-called rigid hierarchical structures, today horizontal, so-called soft
structures prevail.

4. New business philosophy —human resource management, as
a specific philosophy and approach to management, suggests that em-
ployees are the mostimportant business resource that has a dominant
effect on achieving competitive advantage. According to this approach,
the focus is on the so-called “soft” elements of management, at the



center of which are employees. Satisfied and motivated workers are
more innovative, productive and analytical in their work” (Mpemosuh,
2015:217-218).

Regardless of the chosen way of defining human resource man-
agement and the characteristics of each of them, what they have in
common is that the human resource management process unites all
policies, processes, procedures and business decisions that concern
human resources and directly or indirectly affect the human resources
of a company. It is considered that the function of human resource
management represents a top management function thatis performed
within a business system, which, due to its complexity, needs to be
carried out by so-called top managers. The ultimate goal of all business
activities of top managersis to find and engage adequate personnel,
i.e. "the right people for the right jobs”, which is achieved through
various forms of encouraging employees to develop and constantly
improve their existing knowledge, abilities, competences and skills.

2.3. Key objectives of human resource management

Human behavior is basically determined and directed towards
achieving certain goals, which managers must take into account when
managing. Human resource managers have the task, as said, to pro-
vide professional and motivated workers and develop human poten-
tials in order to achieve defined organizational goals. In order to di-
rect employees towards the achievement of the company’s defined
goals, managers must align organizational goals with individual em-
ployees’ goals.

One of the basic goals of modern business entities, in addition
to ensuring durability, that is, continuity in business, is contained in
the efforts to achieve the best possible position in the competitive
game on a certain market or market segment. In the modern knowl-
edge-based economy, the goal of a successful company and its man-
agement becomes finding human resources that possess knowledge,
skills and abilities that are an essential source of innovation and com-
petitive business.

In the book “Management of human resources” Torrington,
Hall and Taylor emphasize that the basis of all activities in the field
of human resources are represented by four objectives. These are:



1. Goals related to employees. The first task of human resource
managers is to ensure, as far as possible, that the organization is made
up of the right people so that it can use the human resources it needs.

2. Objectives related to work. Once the desired workforce
is secured, HR managers must take care of employees” motivation,
commitment and job satisfaction in order to maximize their perfor-
mance and role in achieving organizational goals. In this sense, train-
ing and development play an important role, just like reward sys-
tems that encourage the level of commitment and orientation of
employees.

3. Goals related to change management. A third set of pri-
mary objectives in almost every organization relates to the role that
the HR department plays in effective change management. Key ac-
tivities are related to the engagement and development of people
with the necessary ability to be leaders and initiate change processes,
the employment of change agents who influence the acceptance of
change and the establishment of a reward system, thereby encour-
aging change processes.

4. Administrative goals. The fourth type of goals is not primar-
ily related to achieving competitive advantage, but is administrative
in nature and focused on achieving other types of goals (Torrington
et al, 2004: 6-7).

Providing a business environment in which the concept of
lifelong learning, education and development will dominate while
strengthening cooperation, team spirit, togetherness and trust among
employees are imperative tasks of the management of modern com-
panies that aspire to be successful. For example, since the education
of human resources is possible in the tourism industry, so is the mo-
tivation and education of human resources for specific areas, such as
for example Al (Kubickové et al., 2023).

“Analyzes have shown that there are four key pillars of human
resource managementin the company (Mauypa, 2012: 27). They are:

1. The human resource management method stems from the
organizational strategy, that is, it is better internally and externally
integrated because all the philosophy and approach stem from the
business plan.

2. The goal of the new approach is to develop the loyalty and
commitment of employees, not to subjugate them.



3. The approach to selection, performance evaluation, educa-
tion, rewarding and communication is systemic. The emphasis shifts
from collective forms of coordination to individual ones.

4. Instead of personnel management and industrial relations,
which assigns the function of human resources to personnel experts,
human resource management is the responsibility of line managers,
which strengthens business and organizational integration”.

Creating a favorable working climate, raising self-confidence
and a sense of effectiveness, strengthening the perception of the in-
strumentality of learning and improvement, and developing an organ-
izational culture of learning, represent the essential tasks of human
resource managementin modern organizations. “In short, the role of
human resource management is to enable the organization to achieve
success through people” (hophesnh bosbaHosuh & Masuh, 2011: 5).

It is concluded that “the main goal of human resource man-
agementis to improve coordination and increase the intensity of the
synergy of the company’s forces in the direction of achieving the or-
ganization’s goals, and if it has achieved an improvement in the work
performance of employees in a strategic, ethical and socially respon-
sible way”, then human resource management has achieved the main
goal and justified its existence as a special business function of mod-
ern management.

2.4. Strategic management of human resources in companies

The basic assumption from which the human resource manage-
ment process is implemented in modern companies is that the com-
pany's human resources are the most important intangible business
resources that have a crucial role for business and strategic impor-
tancein creating competitive advantages. Human resources managers
have the task of continuously monitoring and analyzing changes and
tendencies of changesin the internal and external environment, with
the aim of a timely and adequate response by the company. A proac-
tive, strategic approach to management, encouraging creative and
innovative thinking and developing an entrepreneurial spirit among
employees are very important (Mpemosuh, 2022: 415). That is the
reason why “human resource management has the responsibility to
acquire, select, motivate, educate and develop, reward and retain its



employees. The value of the organization, in addition to all financial
indicators and profit, is seen through a new dimension, which is the
quality of the employees. [...]. Human resource management has the
responsibility to acquire, select, motivate, educate and develop, reward
and retainits employees. The value of the organization, in addition to
all financial indicators and profit, is seen through a new dimension,
which is the quality of the employees” (Yeposuh, 2012: 1).
“Knowledge workers represent a special challenge for employ-
ers, managers and experts of various profiles, since the behavior of
knowledge workers as employees is very specific compared to other
subgroups in the world of work. Since knowledge has become a key
resource and the only one thatis not enough, knowledge workers are
in a seemingly paradoxical position because they are also employees,
but at the same time they collectively own the means of production”
(Drucker & Nakauchi, 2011: 39). The self-awareness of knowledge work-
ersis one of their special characteristics — they identify with their own
knowledge, do not consider themselves inferior to employers, while
they see themselves as “professionals” and not as “employees”, and
even less (at least) as “workers”. And although they need an organi-
zation in order to function, they do not feel that they are dependent
on the organization, and their (potential and actual) mobility is signif-
icantly higher than that of other employed workers. Like human cap-
ital, the knowledge that characterizes knowledge workers is an indi-
vidual's possession, his/her property, and cannot simply be bought or
hired. As carriers of valuable knowledge and human capital, knowledge
workers are people capable of learning and development, of changes
and innovations, of creativity from which the organization can benefit
greatly in the long run (Brali¢, 2016: 241). Among other things, and
for this reason, employers, executives, leaders and managers in the
knowledge society must take care of the way of attracting, engaging
and retaining knowledge workers, because they expect and/or re-
quire different attitudes, conditions and communication than those
required byother employees. When it comes to establishing the loyalty
of knowledge workers to the organization that hires them, Drucker
mentions that this leads nowhere, because knowledge workers are pri-
marily dedicated to their own specialized area of knowledge (Drucker
& Nakauchi, 2011:41). Employers and managers (primarily knowledge
managers) must take care that the services of knowledge workers are



secured (and secured continuously!) so that it is not a matter of one-
way exploitation of the employee by the employer, but a two-way
exchange of value, with mutual consent, cooperation and apprecia-
tion (Brali¢, 2016: 241-242). In this way, it should be ensured that the
expressed mobility of knowledge workers does not become harmful
for the company and the organization, because it is generally more
difficult to integrate knowledge workers than other employees into
the organizational culture of a particular organization. In principle,
they are more inclined to identify with their profession, than with
the organization that hires them, and this is an additional challenge
for managers in the organization (Drucker & Nakauchi, 2011: 44). The
findings of other authors also implicitly agree with this, and, among
other things, they indicate the reasons why some members of the
organization, including the best ones, decide to change the work en-
vironment, organization or company. The most important reason for
thisis not fitting into the organizational culture, followed by obviously
distinctly “human” factors to which knowledge workers are incompara-
bly more sensitive than traditional “workforce”: “various and different
attitudes, emotions, behaviors and values” (Vranci¢, 2016: 102). This
only emphasizes, even more convincingly, the importance of specific
approaches to engagement and management of knowledge workers
(often referred to in the field of human resource management as so-
called talents)” (Apcuh & Mpemosuh, 2020: 41-43).

The analysis and understanding of the external and internal
environment of the company is the initial step of all strategic manage-
ment activities, and therefore of the strategic management of human
resources. When the key environmental factors and theirinfluence are
identified, thenitis possible to formulate the most adequate human
resource management policy and practice. “Today, companies need
global strategies to find a highly skilled ‘cost-effective’ workforce be-
cause companies use specific skills for specific areas. Artificial intelli-
gence and robotics are becoming more and more widely used, thus
influencing the labor market.” (Maksimovi¢, 2017b: 454). Managers
who are in charge of human resources in the company have the task
of continuously monitoring and analyzing the changes and tendencies
of changes in the environment with the aim of timely and adequate
response of the company. Therefore, it is important that human re-
source managers possess and apply a proactive management approach



and develop an entrepreneurial spirit in employees. This is also one
of the reasons for the increasingly frequent description of human
resource management with the attribute strategic.

The use of the attribute “strategic” suggests a different phi-
losophy of carrying out people-oriented activities as a resource. In
this way, technophobia is eliminated as a well-known weakness of
personnel management. From the point of view of the psychological
relationship, the difference is that human resource management is
based on commitment, instead of obedience. Finally, human resource
management emphasizes self-control rather than control, individual
rather than collective perspective, organic rather than bureaucratic
structure, integration with line management rather than the roles
of specialists and professionals, and maximization of benefits rather
than cost minimization (bypnunH et al., 2009: 685).

Numerous theorists in the field of business economics and
management (Dessler, Torrington, Hall, Taylor, McCracken, Wallace,
Robbins, Coulter, [xon-MePPbto3, Megginson, CtopPe, Armstrong,
Jlykaweswny, Boxall, Purgcell, Wright, Le Gall, Beh-Loo, Vrchota, Re-
hor, Bahtijarevi¢-Siber, Dordevi¢ Boljanovi¢, Pavié, etc.) emphasize the
strategic nature of human resource management. One of the world’s
most famous authors in this field, Armstrong defines human resource
management as “a strategic and coherent approach to managing the
most valuable organizational asset —working people who individually
or collectively contribute to the achievement of its goals” (Armstrong,
2009: 4). Human resource management assumes the closest connec-
tion with the strategies of companies and corporations. In such a de-
velopment, all the factors that promote the efficiency of employees
—the design of work tasks and relationships at workplaces, relation-
ships with other people, the type of employment contract and the
amount of salary, methods of personal and group communication,
consultation and representation systems — are designed within the
framework of “strategic need to maximize economic performance,
with a softer or harder approach, in the workforce management pro-
cess” (Kynuh & bypuh, 2016: 263).

For Beh and Loo, strategic HRM represents a path due to which
the company’s human capital has the potential to become a signifi-
cant factor of competitive advantage and contribute to the company’s
performance by directing its focus on service quality, productivity,



productinnovation and sales growth in order to achieve competitive
advantage (Beh, Loo, 2013: 156). Human resource management strat-
egy is most often defined as a strategic orientation that is explicitly
or implicitly adopted in the company and the direction of the com-
pany towards the management of its human resources. According
to the author (Vrchota, Rehor, 2019: 301), strategic HRM is the link
between human resource management and the process of strategic
management in the company. Whereby, strategic means that human
resources activities should be systematically designed, synchronized
and directly connected with business analyzes and business processes.

The concept of strategic human resource management con-
nects business strategy with human resource management. It is notice-
able that the strategic management of human resourcesis focused on
the future and the provision and development of human resourcesin
accordance with the anticipated needs of the organization. Because,
“if human resource management is not a strategic partnerin the or-
ganization, there can be no integration of the business strategy with
the people who willimplement that strategy” (hophesuh BosbaHosurh
& Masuh, 2011: 54).

There is a two-way, cause-and-effect relationship between the
defined company strategy and human resource management. Name-
ly, after the company’s business strategy is adopted, it is necessary to
provide quality human resources “to maintain the given course, given
their knowledge and skills. On the other hand, all human resource man-
agement practices should be aligned with the organization’s business
strategy, so that they maximally engage employees in achieving their
full potential” (hophesnh BosbaHosuh & Masuh, 2011: 58).

Strategic human resource management means “the formula-
tion and implementation of human resources policies and practices
that affect the competencies and behavior of employees in order to
achieve the organization’s strategic goals.” It is an approach that de-
fines “the ways in which the organization will achieve its goals using
people through HRD strategy and integrated HRD policies and prac-
tices” (Bepbep, 2016: 934-936).

In recent years, scholars have devoted much attention to ex-
amining the relationship between human resource practices and or-
ganizational performance. Based on previous research, it is becoming
increasingly clear that the human resource system is an important



component that helps the organization to be more efficient and
achieve a competitive advantage... The practice of human resource
management aims to play the best role of mediator between strategy
and performance as the final product of the organization. Itis focused
on human resources in the organization, that is, on the development
of human and social capital (CtaHojeBnh & Mutunh, 2016: 1237-1238).
Managers specialized in the field of human resource manage-
ment are approached and organized differently in companies, depend-
ing on the specific characteristics of each company, its size and struc-
ture, the type of work it deals with, competition and conditions in the
industry, decisions of capital owners and management, etc. In some
companies, the field of human resource management is the responsi-
bility of line managers, human resources specialists, while some compa-
nies employ expertsin employee relations, or hire consultants, advisors
and external collaborators. Research on the impact of human resources
strategy on the practice of human resource management in small and
medium-sized enterprises in the territory of the Czech Republic was the
focus of the analysis by Vrchot and Rehor. Based on the research they
conducted in 2016, in which 290 companies participated, the authors
obtained the results that demonstrated that only 2/5 of the surveyed
companies had a defined strategy, as well as that there was a weak
connection between the human resources strategy and management
practices concerning human resources (Vrchota & Rehor, 2019: 299).
Based on the results of the empirical research conducted in
Serbia, out of 160 surveyed organizations, about 73% had a human
resources department as a function, while the manager responsible
for human resources matters participated in the work of top man-
agementin more than 60% of the surveyed organizations. Over 75%
of the organizations had a written mission and business strategy. In
the case of MLHR strategy, about 58% of organizations had a written
MLHR strategy. It can be concluded that organizations were starting
to develop HRMS in a strategic way, especially those organizations
whose top management (or some other management body) includ-
ed a human resources manager. On the other hand, decision-making
on key HRD issues was largely entrusted to line managers, while HRD
departments were consulted during decision-making on remunera-
tion, training, career development, staffing, etc. Likewise, the perfor-
mance of HRD departments in organizations was evaluated at a very



low level. The above data indicate that for now, the level of devel-
opment of HRM is still closer to administrative HRM, which includes
daily, transactional activities (salary calculation, keeping records of
work, processing requests for annual leave, etc.) (Bepbep, 2016: 943).

Every modern organization that relies on talent must respect
and, as much as possible, control the mobility of that specific group of
employeesin accordance with its own goals and interests (it works on
attracting and retaining new ones, but at the same time, on preventing
the turnover of talents and workers knowledge already in the organ-
ization). In other words, for a successful organization that manages
human resources well, as Peterson (2005) points out, it is essential to
achieve the following: “getting good people, keeping good people,
growing good people” (Apcuh & Mpemosuh, 2020: 43). Artificial intel-
ligence should help solve human resource management challenges
more flexibly. The role of strategic human resource management is
to indicate the careful monitoring of technological changes by HRM.
With this, it becomes more competitive and attracts talents more
easily. Understanding the effects of artificial intelligence (Al) on hu-
man resource management has become crucial for organizations. It
is also important for organizations to see how they can increase their
effectiveness with Al. For example, with Al, potential employees and
consumers can be identified more quickly, which together contrib-
utes to the competitiveness of a company (Murugesan et al., 2023).

Conclusion

Human resources are key actors in the creation of new value
and business success, so it is necessary to find, retain, develop and
preserve them. “That's why it can be said that recruiting and retain-
ing people are two sides of the same coin and, if they complement
each other, they bring the expected success” (bataBesbmh et al.,, 2011:
48).Therefore, the jobs should be filled, first of all, with professional,
competent, gifted and valuable people, so that the company and the
entire country would have a significant advantage over competitors,
for which it is necessary to continuously implement the human re-
source management process.

Analyzing the reasons for the emergence and development of
human resource management based on previous knowledge, it can



be said that human resource management was developed in the last
phase of the development of personnel (personnel) management
and that it represents a response to global socio-economic changes.
Modern human resource management is a complex activity. Human
resource management helpsin achieving defined organizational goals
and has strategic importance for the company. In the context of its
origin and development, human resource management represents,
as vividly highlighted by Torrington, Hall and Taylor (2004: 15) “the
last in a series of incarnations that personnel workers have reached
since the appearance of the profession itself a hundred years ago.”

Encompassing and analyzing the selected literature regarding
the origin and development of the concept of HRM, the authors con-
ducted a kind of scientific discussion on the subject, trying to expand
some of the existing arguments. As a result, it came to the conclusion
thatitis necessary to continue the research on the topic of the analy-
sis of the impact of new tendencies in the development of HRM, first
of allwhen it comes to researching the impact of the green economy
and artificial intelligence.
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Abstract: This conceptual paper investigates the dual facets of genera-
tive artificialintelligence (GAI) in influencing consumer behavior,
supplemented by illustrative case studies. The study delves into
how GAl revolutionizes personalized shopping through advanced
recommendation systems, virtual try-ons, and bespoke product
designs, enhancing consumer satisfaction and business efficien-
cy. Moreover, it presents and discusses the most noteworthy
opportunities and challenges. In doing so, it relies on domain
literature and three case studies from a World-renowned brand.
Conversely, the paper addresses significant concerns, including
data privacy risks, algorithmic bias, and the diminishing role of
human decision-making. By juxtaposing theoretical insights with
practical examples, this paper provides a comprehensive analysis
of GAI's transformative potential and the ethical and practical
challenges it poses.

Keywords: Generative Al, Consumer Behaviour, Personalized
Shopping, Recommendation systems, Virtual Try-Ons, Custom
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Introduction

Artificial Intelligence (Al) has emerged as a transformative force
across various industries, fundamentally altering traditional practices
andintroducing new paradigms in business operations (Kshetri et al.,
2024). Among the numerous advancements in Al, Generative Al (GAI)
stands out for its unique ability to create novel and original content,
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ranging from text and images to music and 3D models (Hermann &
Puntoni, 2024). This capability holds significant implications for various
business functions, including marketing, product development, and
consumer research (Balakrishnan et al., 2024; Ma & Huo, 2023; Sohail
et al., 2023). However, the profound influence of GAl on consumer
behavior, particularly in the context of purchase decisions, remains
an area that is not yet fully understood. This paper seeks to address
this gap by exploring the role of GAl in shaping consumer purchase
decisions, highlighting both the opportunities it presents and the chal-
lengesit poses. GAlis revolutionizing the way businesses interact with
consumers by offering unprecedented levels of personalization and
engagement (Flavian et al., 2022). For instance, advanced recommen-
dation systems powered by GAl can analyze vast amounts of consumer
data to predict preferences and suggest products with remarkable
accuracy (Kumar et al., 2023). Virtual technologies — virtual headsets
—allow consumers to visualize products, such as clothing or makeup,
in a highly personalized manner, bridging the gap between online and
in-store shopping experiences (Mladenovi¢ et al., 2023). Additionally,
bespoke product designs generated by Al enable brands to offer con-
sumers unique, tailor-made products, enhancing customer satisfaction
and fostering brand loyalty. These innovations have the potential to
significantly influence consumer behavior, driving purchase decisions
in ways that were previously unimaginable.

Despite the promising potential of GAl, its integration into the
consumer decision-making process also raises significant ethical and
practical challenges (Ray, 2023). One major concern is data privacy
(Menon & Shilpa, 2023), as the use of Al to personalize shopping ex-
periences often involves the collection and analysis of vast amounts
of personal data (lvanov & Webster, 2024). Consumers are becoming
increasingly aware of and concerned about how their data is used,
which can influence their purchasing decisions and trust in a brand.
Furthermore, algorithmic bias in Al systems can lead to unfair or dis-
criminatory practices, potentially alienating certain consumer groups
(Sadigetal., 2024). Another critical issue is the diminishing role of hu-
man decision-making as Al systems become more autonomous (Klaus
& Zaichkowsky, 2022). As Al-driven recommendations and personal-
ized experiences become more prevalent, there is a growing concern
that consumers may become overly reliant on Al (Wong et al., 2023),



leading to a reduction in their ability to make independent decisions.
Given these complexities, there is a pressing need to better under-
stand how GAl is influencing consumer behavior and decision-mak-
ing. While existing research has explored the technical capabilities of
GAl and its applications in various business functions (e.g., Hermann
& Puntoni, 2024; Kshetri et al., 2024), there is a noticeable gap in
the literature regarding the behavioral impact of GAl on consumers
(Mladenovi¢ et al., 2024). Specifically, how does the integration of
Al-driven personalization tools affect consumer trust, satisfaction,
and loyalty? What are the long-term implications of Al's growing role
in the decision-making process for both consumers and businesses?
Addressing these (and other) questions is crucial for both academics
and practitioners as they navigate the evolving landscape of Alin the
consumer behaviour domain.

This paper aims to provide a comprehensive conceptual analysis
of the transformative potential and challenges posed by generative
Al (GAl) in influencing consumer decision-making and trust in diverse
contexts. This paper provides a scoping analysis of GAl's impact on
consumer behavior. Through illustrative case studies from leading
companies, it sheds light on how GAl enhances consumer experienc-
es and drives business outcomes. At the same time, the paper will
critically assess the ethical and practical challenges associated with
the use of GAl, offering insights into how businesses can navigate
these challenges while maximizing the benefits. In closing, this pa-
per contributes to this understanding by exploring the dual facets
of GAl's role in shaping consumer purchase decisions, providing both
theoretical insights and some practical considerations. Through this
exploration, the paper seeks to inform both academic discourse and
business practice, emphasizing the need for a balanced approach that
leverages the opportunities of GAl while addressing its challenges.

The Influence of Generative Al on Consumer
Behavior

GAl, with its ability to create and curate content and simulate
human-like interactions, is profoundly reshaping consumer behavior
(Bastos & Moore, 2021). The ways it influences this behavior are mul-
tifaceted, ranging from the personalization of marketing efforts to



the enhancement of the product discovery process, as well as its role
in automating consumer research. This section delves into these as-
pects in greater detail.

Personalized and Targeted Marketing Content

One of the most significant impacts of GAl on consumer be-
havior is its ability to deliver highly personalized and targeted mar-
keting content. Traditional marketing approaches often rely on broad
demographic data to target consumers, which can result in generic
campaigns that fail to resonate on a personal level. In contrast, GAI
leverages large language models and sophisticated algorithms to ana-
lyze individual consumer data (Belanche et al., 2021; Sowmya et al.,
2023) - such as browsing history, purchase behavior, and social me-
dia activity — enabling the creation of personalized product recom-
mendations, advertisements, and even entire marketing campaigns.
These Al-driven marketing strategies go beyond merely segmenting
consumers into broad categories; they tailor content to the specific
preferences, needs, and behaviors of each individual (Kshetri et al.,
2024). Forinstance, an Al system might analyze a consumer's past in-
teractions with a brand to predict their future needs, subsequently
generating an email campaign that addresses these needs with person-
alized offers or product suggestions. This level of personalization not
onlyincreases the relevance of marketing messages but also enhances
consumer engagement and satisfaction (Dwivedi, Kshetri, et al., 2023).
As a result, consumers are more likely to develop brand loyalty and
make repeat purchases, influenced by the perception that the brand
understands and caters to their unique preferences. GAl's capability
to create personalized content at scale allows businesses to maintain
consistent engagement with consumers across various touchpoints
(Carvalho &Ivanov, 2024). Whether through dynamic website content,
personalized social media ads, or custom-tailored email newsletters,
GAl ensures that each interaction feels relevant and timely. This con-
tinuous, personalized engagement is crucial in today'’s digital economy,
where consumers are clutterd with information and can easily switch
to competitors if they feel undervalued or overlooked.



Enhancing the Product Discovery and Evaluation Process

Notably, GAl significantly enhances the product discovery and
evaluation process, providing consumers with more interactive and im-
mersive experiences (Bandi et al., 2023). Traditionally, online shopping
has been limited by the inability of consumers to physically interact
with products before purchasing (Nel & Boshoff, 2020). GAl address-
es this limitation by offering tools that allow consumers to visualize
products in their environments, explore various product variations,
and even customize their purchasesin real time (Botunacet al., 2024).
For example, Al-powered (virtual or augmented) try-on technologies
enable consumers to see how clothing, accessories, or makeup prod-
ucts would look on them before making a purchase (Bruni et al.,, 2024).
These tools use generative models to create realistic simulations based
on consumer-provided data, such as photos or body measurements.
Similarly, augmented reality (AR) applications powered by GAl allow
consumers to visualize how furniture or home decor items would ap-
pear in their homes, thereby reducing uncertainty.

The ability to customize products is another powerfulinfluence
of GAl on consumer behavior. Consumers increasingly demand prod-
ucts that reflect their tastes and preferences (Koubaa et al., 2023).
GA\l facilitates this by allowing consumers to modify product features—
such as color, size, or design elements—through user-friendly inter-
faces (Bulchand-Gidumal et al., 2024; Hermann & Puntoni, 2024). For
instance, Nike's “Nike by You" platform enables customers to design
their sneakers, choosing everything from the material to the color
scheme. This level of customization not only satisfies the consumer’s
desire for uniqueness but also deepens their emotional connection
to the product and brand. These enhanced discovery and evaluation
tools make the shopping experience more engaging and tailored,
leading to higher satisfaction (Filieri et al., 2021). By reducing the
cognitive load associated with decision-making and increasing the
perceived value of the shopping experience (Mladenovi¢ et al., 2023),
GAl encourages more decisive purchasing behavior and can lead to
an increase in conversion rates.



Automating Consumer Research and Insights

Next, GAl also plays a pivotal role in automating the research
process (Dillion et al., 2023), offering businesses deeperinsights into
consumer preferences, behaviors, and pain points. Traditionally, gath-
ering consumer insights has been a labor-intensive process (Maier et
al., 2023), often relying on manual surveys, focus groups, and the pains-
taking analysis of customer feedback. GAl streamlines this process by
automating the collection and analysis of vast amounts of data from
various sources, including social media, online reviews, and customer
service interactions. Through natural language processing (NLP) and
sentiment analysis, GAl can quickly process and interpret consumer
feedback, identifying trends and common themes that might oth-
erwise go unnoticed (Dwivedi et al., 2023). For example, an Al-driv-
en system can analyze thousands of product reviews in a matter of
minutes (Amos & Zhang, 2024), extracting key insights about what
consumers like or dislike about a product. This allows businesses to
make more informed decisions, such as tweaking product features, or
improving customer service, based on real-time consumer sentiment.
Furthermore, the predictive capabilities of GAl enable businesses to
anticipate consumer needs and behaviors (Hermann & Puntoni, 2024).
By analyzing historical data and current trends, Al systems can predict
what products are likely to become popular, how consumers might
respond to a new product launch, or even how external factors (such
as economic changes) might influence purchasing behavior (Klaus &
Zaichkowsky, 2022). This predictive insight allows businesses to be
proactive in their strategy, tailoring their offerings to meet emerging
consumer demands more effectively.

In addition to improving product development and marketing
strategies, the insights generated by Al can also enhance customer
relationship management (CRM) (Chatterjee et al., 2023). By under-
standing consumer preferences and behavior patterns, businesses can
develop more personalized and effective CRM strategies, fostering
stronger relationships with their customers. This can lead to increased
customer retention, higher lifetime value, and a competitive advan-
tage in the marketplace.



Shaping Consumer Expectations and Decision-Making

Another critical influence of GAI on consumer behavior is its
role in shaping consumer expectations and decision-making process-
es (Dwivedi et al., 2023). As consumers become accustomed to the
high level of personalization and convenience offered by Al tools,
their expectations for all shopping experiences, both online and of-
fline, are rising. This shift in expectations can have a profound impact
on how consumers evaluate brands and make purchasing decisions
(Klaus & Zaichkowsky, 2022). For example, consumers who regularly
use Al-powered recommendation systems may come to expect the
same level of personalized service from all brands they interact with.
When a brand fails to meet these expectations, it can lead to dissatis-
faction and a loss of customer loyalty (Remountakis et al., 2023). This
phenomenon underscores the importance for businesses to continu-
ously innovate and adopt novel technologies to remain competitive
in a market where consumer expectations are rapidly evolving.

Moreover, the decision-making process itself is being trans-
formed by GAIl (Dwivedi et al., 2023; Hermann & Puntoni, 2024; Sohail
etal,, 2023). Traditionally, consumers made purchasing decisions based
on a combination of personal preferences, brand loyalty, and available
information (Liu et al., 2023). However, with the advent of Al, the deci-
sion-making process isincreasingly being influenced by Al-generated
recommendations and suggestions (Ali et al., 2023). This can lead to
more efficient decision-making, as consumers rely on Al to filter options
and highlight the most relevant choices based on their preferences.
On the other hand, there is a growing concern that over-reliance on
Al-driven recommendations could reduce consumer autonomy (Roy
etal,, 2023), making individuals more passive in their decision-making
and potentially leading to a homogenization of choices.

Implications for Future Consumer Behavior

In perspective, the influence of GAl on consumer behavior is
likely to grow even more as Al technologies continue to advance. As
consumers become more familiar with Al-driven experiences, their
expectations for personalized, seamless, and intuitive interactions
will likely increase (Amos & Zhang, 2024). This trend will drive further



innovation in the development of Al tools designed to meet these ex-
pectations (Kim et al., 2023), leading to even more sophisticated and
personalized consumer experiences (Kim et al., 2024). At the same
time, the ethical challenges associated with GAl will become increas-
ingly important as these technologies become more pervasive (Hu &
Min, 2023). Businesses that succeed in navigating these challenges
— by prioritizing data privacy, ensuring fairness, and fostering con-
sumer trust — will be well-positioned to thrive in the evolving digi-
tal landscape. GAl is already having a profound impact on consumer
behavior, influencing everything from how consumers discover and
evaluate products to how they make purchasing decisions. While this
technology offers significant opportunities for enhancing consumer
experiences and driving business growth, it also presents complex
challenges that must be carefully managed (Ilvanov, 2023). As Al con-
tinues to evolve, understanding its influence on consumer behavior
will be essential for businesses seeking to remain competitive in an
increasingly Al-driven marketplace.

Opportunities and Challenges of GAI

The integration of GAl into the consumer purchase deci-
sion-making process offers significant potential for enhancing the
customer experience and driving business growth. However, alongside
these opportunities, there are also substantial challenges that must
be carefully navigated to ensure ethical and effective implementation.

Opportunities
Enhanced Customer Experience

GAl has the potential to significantly enhance the customer
experience by enabling businesses to deliver more personalized and
engaging interactions (Dwivedi et al., 2023). Personalized marketing
and product recommendations have become increasingly important
in today’s competitive market, where consumers expect brands to
understand and cater to their individual needs (Lian et al., 2024). By
analyzing vast amounts of consumer data, GAl can create tailored
experiences that resonate on a personal level, thereby increasing



customer satisfaction and fostering loyalty (Huh et al., 2023). For in-
stance, Al can personalize online shopping experiences by suggest-
ing products based on a consumer’s browsing history, preferences,
and past purchases, which can lead to higher conversion rates and
customer retention (Mladenovic et al., 2023). Furthermore, GAl can
enhance customer engagement by creating interactive and immer-
sive shopping experiences. Technologies such as Al-powered virtual
reality (VR) and augmented reality (AR) applications allow consumers
to visualize productsin their own environments before making a pur-
chase. This not only makes the shopping experience more enjoyable,
but also reduces the uncertainty associated with online purchases,
thereby boosting consumer confidence and satisfaction.

Innovation in Product Development

GAl also presents significant opportunities for innovation in
product development. By enabling rapid prototyping and custom-
ization, Al can help businesses create more targeted and desirable
products that better meet the needs of consumers (Ali et al., 2023).
For example, Al-driven design tools can generate multiple product
variations based on consumer feedback and market trends, allowing
businesses to quickly iterate and refine their offerings (Pham et al.,
2024). This ability to rapidly prototype and customize products not
only shortens the product development cycle, but also ensures that
the final productis closely aligned with consumer preferences. More-
over, the use of GAl'in product development can lead to the creation
of entirely new categories of products (Ma & Huo, 2023). For instance,
Al-generated designs can inspire innovative product features or aes-
thetics that were previously unexplored, giving businesses a com-
petitive edge in the market. This kind of innovation can help brands
differentiate themselves and attract consumers who are looking for
unique and personalized products.

Optimization of Marketing and Advertising Efforts

Another significant opportunity offered by GAl is the optimiza-
tion of marketing and advertising efforts (Pamucar et al., 2023). GAI
can analyze consumer data to create highly personalized and targeted



marketing content that resonates with individual consumers. This level
of personalization can improve the effectiveness of advertising cam-
paigns by increasing consumer engagement and conversion rates (Mich
& Garigliano, 2023). For instance, Al can generate personalized email
campaigns at scale, that address the specific interests and needs of
each recipient, making the communication more relevant and com-
pelling. Similarly, Al-powered ad targeting can deliver personalized
advertisements to consumers across various platforms, increasing the
likelihood of engagement (Rajaguru, 2024). This precision targeting
not only maximizes the return on investment for marketing campaigns,
but also enhances consumers’ experience by reducing exposure to
irrelevant or intrusive ads (Mladenovic et al., 2023). In addition, GAI
can assist in optimizing the content creation process by automating
tasks such as writing product descriptions, generating social media
posts, or creating ad copy. This not only saves time and resources,
but also ensures consistency in the messaging and branding across
all marketing channels.

Challenges

Bias in Al-Generated Content and Recommendations

One of the key challenges associated with the use of GAl in
consumer purchase decisions is the potential for Al-generated con-
tent and recommendations to perpetuate or exacerbate biases (Bul-
chand-Gidumal et al., 2024). Al models are trained on large datasets,
and if these datasets contain biased information, the resulting Al-gen-
erated content can reflect and reinforce those biases (Aliet al., 2023).
For example, if a recommendation algorithm is trained on data that
predominantly reflects the preferences of a specific demographic, it
may disproportionately favor products or content that aligns with that
demographic, potentially alienating other consumer groups. This issue
is particularly concerning in the context of personalized marketing
and product recommendations, where biased algorithms can lead to
unfair outcomes (Ilvanov & Webster, 2024). For instance, a biased Al
system might recommend certain products more frequently to one
gender over another, or it might prioritize certain cultural or ethnic
preferences over others. To mitigate this challenge, businesses must



ensure that the data used to train Al models is diverse and represent-
ative of the entire consumer base. Additionally, ongoing monitoring
and evaluation of Al systems are necessary to detect and correct any
biases that may emerge over time.

Deceptive or Manipulative Content

Another significant challenge posed by GAl is its potential of be-
ing used to create deceptive or manipulative content (Amos & Zhang,
2024). Al-generated content, such as fake product reviews, mislead-
ing advertisements, or deepfake videos, can be used to manipulate
consumer perceptions and influence purchasing decisions in unethi-
cal ways (Hu & Min, 2023). This not only undermines consumer trust,
but also poses a significant risk to businesses, as consumers who feel
deceived are likely to lose trust in the brand and may choose to take
their business elsewhere (Markowitz et al., 2024). The rise of deepfake
technology has raised concerns about the potential for Al to be usedin
deceptive practices (Sivathanu & Pillai, 2023). For example, deepfake
videos could be used to create false endorsements or testimonials
that mislead consumers about the quality or effectiveness of a prod-
uct. Similarly, Al-generated fake reviews can give a false impression
of a product’s popularity or reliability, leading consumers to make
purchasing decisions based on inaccurate information (Mardumyan
& Siret, 2023). To address this challenge, businesses must prioritize
transparency and authenticity in their use of GAI. Clear guidelines and
ethical standards should be established to ensure that Al-generated
content is used responsibly and consumers are aware of when they
are interacting with Al-generated material. Additionally, platforms and
regulators should work together to develop tools and frameworks for
detecting and mitigating the spread of deceptive Al-generated content.

Ethical Concerns: Privacy, Data Security, and Transparency

The integration of GAl into consumer purchase decisions rais-
es several ethical concerns, particularly around privacy, data security,
and transparency. As GAl relies heavily on consumer data to function
effectively, there is an inherent risk that this data could be misused
or inadequately protected (Ivanov, 2023). Consumers are becoming



increasingly aware of the value of their data and are concerned about
the ways it is collected, stored, and used by businesses (Kelly et al.,
2023). Data privacy is a significant concern, especially considering
stringent regulations such as the General Data Protection Regula-
tion (GDPR) in Europe. Businesses must ensure that they comply with
these regulations and implement robust data protection measures to
safeguard consumer information. Failure to do so can result not only
in legal repercussions, but also in a loss of consumer trust, which can
have long-term negative effects on a brand’s reputation. Transparen-
cy is another critical ethical issue. Consumers have the right to know
how their data is being used, especially when it comes to Al-gener-
ated recommendations and content (Dwivedi et al., 2023). Business-
es must be transparent about the role of Al in their operations and
provide consumers with clear and accessible information about how
Al-generated content is created and tailored to them. This includes
offering consumers the option to opt out of Al-driven personalization
if they choose so. Lastly, there is the broader ethical question of the
impact of Al on consumer autonomy (van Dis et al., 2023). As Al sys-
tems become more sophisticated and pervasive, there is a concern
that consumers may become overly reliant on Al-driven recommen-
dations, potentially reducing their ability to make independent deci-
sions (Bulchand-Gidumal & Melidn-Gonzélez, 2024). Businesses should
strive to use Al in a way that empowers consumers, providing them
with the tools and information they need to make informed choices,
rather than simply guiding them towards predetermined outcomes.

Case Studies: GAI's Interplay with Consumer
Behaviour

GAl has proven to be a powerful toolin transforming consumer
experiences and driving business outcomes across various industries.
The following case studiesillustrate how companies have successfully
leveraged GAl to enhance consumer purchase decisions, demonstrat-
ing its potential to increase engagement, boost conversions, and im-
prove customer satisfaction. The selected case studies—e-commerce,
retail, and consumer electronics — were chosen for their relevance
and maturity in adopting generative Al, providing a robust basis for
examining its impact on consumer behavior.



Case Study 1: Personalized Product Recommendations with
Generative Al

A leading e-commerce platform harnessed the power of GAl to
deliver highly personalized product recommendations, significantly
improving its customer engagement and conversion metrics (Dwivedi
et al., 2023). The platform implemented an advanced Al model that
analyzed vast amounts of data, including customer browsing history,
past purchases, and even contextual factors such as time of day and
seasonality. This Al-driven approach allowed the platform to gener-
ate unique and highly relevant product suggestions for each user.
The personalized recommendations were delivered through various
channels, including on-site suggestions, personalized emails, and tar-
geted advertisements. By tailoring these recommendations to align
closely with each user’s preferences and behaviors, the platform saw
a substantial uplift in key performance indicators (KPIs). Specifically,
there was a 25% increase in click-through rates (CTR) on recommend-
ed products, indicating that customers were more likely to engage
with content that felt personally relevant. Moreover, this personalized
approach led to a 15% increase in conversion rates, demonstrating
that customers were not only engaging with the recommendations,
but were also more likely to make purchases as a result.

The success of this GAl implementation underscores the impor-
tance of personalization in e-commerce. By moving beyond generic
product recommendations and embracing Al's ability to analyze and
predictindividual preferences, the platform was able to create a more
engaging shopping experience that resonated with its customers on a
deeper level. This case study illustrates how GAl can be a game-chang-
er in enhancing customer satisfaction and driving business growth
through personalized marketing strategies.

Case Study 2: Customized Product Visualization with GAl

In the furniture retail industry, where visual appeal and spa-
tial fit are critical factors in the purchase decision-making process, a
leading retailer turned to GAI to solve a common consumer challenge:
visualizing how furniture would look in their homes before making a
purchase. The retailer implemented an Al-powered visualization tool



that enabled customers to upload photos of their living spaces and
see how different furniture pieces would appear in their actual envi-
ronment (Smink et al., 2020). The GAl used in this tool was capable of
creating highly realistic 3D renderings of furniture within the context
of the customer’s home. This immersive experience allowed customers
to experiment with different styles, colors, and layouts, giving them
the confidence that their chosen products would fit well with their
existing decor and space constraints. The impact of this tool on con-
sumer behavior was profound: the retailer experienced a 20% increase
in purchase conversions, as customers who used the visualization tool
were more likely to proceed with a purchase. Additionally, there was a
30% reductionin product returns, as the accurate visualizations helped
customers make more informed decisions, reducing the likelihood of
dissatisfaction after the product was delivered.

This case study highlights the potential of GAl to address one
of the biggest pain pointsin online shopping—uncertainty about how
a product will look or fit in a specific context. By providing custom-
ers with a realistic preview of their potential purchases, the retailer
not only improved the customer experience but also minimized the
costs and logistical challenges associated with product returns. This
example demonstrates how GAl can enhance the decision-making
process by bridging the gap between online and in-store shopping
experiences, ultimately leading to higher customer satisfaction and
operational efficiency.

Case Study 3: Automated Customer Feedback Analysis with GAI

For a consumer electronics company, understanding custom-
er feedback was crucial to maintaining a competitive edge in a fast-
paced market. However, the sheer volume of customer reviews and
feedback posed a significant challenge, making it difficult to manually
analyze and extract actionable insights. To overcome this challenge,
the company implemented a GAI system that automated the analy-
sis of customer reviews, social media comments, and other feedback
sources (Marti-Testén et al., 2023). The system utilized NLP and senti-
ment analysis to sift through thousands of customer reviews, identify-
ing recurring themes, pain points, and emerging trends. For instance,
the Al could detect subtle shifts in customer sentiment regarding



specific product features, or identify common complaints that were
previously overlooked. This automated analysis provided the company
with a comprehensive understanding of customer preferences and
concerns, enabling them to respond more swiftly and effectively to
market demands. The insights gained from the Al-driven feedback
analysis directly informed the company’s product development and
marketing strategies. By addressing the pain points, the company
was able to make targeted improvements to its products, which in
turn led to a 15% increase in customer satisfaction. Additionally, the
company saw a 12% reduction in customer churn, as they were able to
proactively address issues that might have otherwise led to customer
dissatisfaction and attrition. This case study demonstrates how GAl
can be a powerful tool for the businesses seeking to harness the vast
amounts of unstructured data generated by customer interactions.
By automating the analysis of customer feedback, businesses can gain
deeper insights into consumer behaviour, preferences, and trends,
enabling them to make more informed decisions and stay ahead of
the competition. This approach not only enhances customer satisfac-
tion, but also drives long-term loyalty and retention.

The success stories of the e-commerce platform, furniture re-
tailer, and consumer electronics company demonstrate that when
implemented thoughtfully, GAl can lead to significant improvements
in customer engagement, conversion rates, and overall satisfaction.
These findings are consistent with Mladenovié et al. (2024), who em-
phasize the role of Al-driven personalization in enhancing consum-
er trust, and extend this understanding by illustrating how recen-
cy and contextual relevance affect decision-making. However, these
case studies also underscore the importance of addressing poten-
tial challenges, such as ensuring data quality and avoiding biases in
Al-generated recommendations. As GAl continues to evolve, its role
in shaping consumer behavior and driving business outcomes will like-
ly become even more significant. The companies that leverage this
technology effectively will be better positioned to meet the demands
of modern consumers, offering them the personalized and seamless
experiences they increasingly expect. By understanding and applying
the lessons from these case studies, businesses can harness the full
potential of GAl to enhance their customer relationships and achieve
sustainable growth.



Conclusion

GAlis transforming consumer purchase decisions and reshaping
business-consumer interactions. By combining conceptual analysis with
illustrative case studies, this paper provides a replicable framework
for examining GAl's implications in other contexts, offering valuable
insights for subsequent chapters in this volume. As demonstrated
throughout this conceptual paper, GAl offers substantial opportuni-
ties to enhance the customer experience, drive innovation in product
development, and optimize marketing and advertising strategies. By
leveraging GAl's ability to generate personalized content, businesses
can create highly tailored experiences that resonate with individual
consumers, leading to increased engagement, satisfaction, and loyal-
ty. GAl'simpact on consumer behavior is multifaceted. It enables the
creation of personalized product recommendations that go beyond
traditional marketing approaches, offering content that is specifically
tailored to individual preferences and behaviors. This level of person-
alization not only enhances the relevance of marketing efforts but
also fosters deeper connections between consumers and brands, ulti-
mately driving conversion rates and repeat purchases. In the realm of
product development, GAI facilitates rapid prototyping and custom-
ization, allowing businesses to innovate more efficiently and create
products that are closely aligned with consumer needs. The ability
to visualize products in real-time, as seen in the case of Al-powered
tools for customized product visualization, helps reduce uncertainty
in online shopping, leading to higher purchase conversions and lower
return rates. Thisintersection of Al and consumer behavior highlights
the growing importance of Al-driven tools in shaping purchasing de-
cisions and improving overall customer satisfaction.

However, these opportunities come with significant challenges.
The potential for bias in Al-generated content and recommendations
poses significant risks, such as reinforcing stereotypes or marginal-
izing minority groups. For instance, if a GAl model is trained on data
that predominantly represents a particular demographic, it may fail to
offer relevant recommendations to others. Addressing these biases
requires diverse data sets and ongoing model evaluation to ensure
fairness. If left unchecked, biases in Al models can lead to unfair out-
comes, perpetuating inequalities and marginalizing certain consumer



groups. Moreover, the rise of Al-generated deceptive content, such
as fake reviews and misleading advertisements, poses a threat to con-
sumer trust. Businesses must prioritize transparency and establish
ethical standards to ensure that Alis used responsibly and consumers
are aware of when they are interacting with Al-generated material.
Ethical considerations surrounding data privacy, security, and trans-
parency are also paramount. As GAl relies heavily on consumer data,
there is a pressing need for businesses to implement robust data
protection measures and comply with regulations such as the GDPR.
Ensuring transparency in Al operations, particularly in how data is used
and how Al-generated recommendations are formed, is essential to
maintaining consumer trust and autonomy.

Future Research Directions

While this study provides a conceptual and helicopter analy-
sis of GAl's implications on consumer behavior, several areas warrant
further investigation. Future research could explore the long-term
effects of Al-driven personalization on consumer autonomy and de-
cision-making (Mladenovi¢, Beheshti, et al., 2024). Specifically, stud-
ies could examine whether prolonged exposure to Al-generated rec-
ommendations diminishes consumers’ ability to make independent
choices and how this might affect their overall satisfaction and trust
in Al systems. Another important area for future research is the role
of GAl'in diverse cultural contexts. The current study primarily focus-
es on markets in developed countries, where Al technology is more
widely adopted. Future studies could investigate the way in which GAI
influences consumer behavior in emerging markets, where cultural
differences and varying levels of technological adoption may lead to
different outcomes. Moreover, as Al technology continues to evolve,
research should also consider the implications of new Al capabilities,
such as more advanced deep learning models and the integration of
Al with other emerging technologies like blockchain or the Internet of
Things (IoT). Understanding how these advancements might further
shape consumer behavior and the ethical implications they bring will
be crucial for businesses and policymakers alike.



Limitations of the Present Study

This study’s primary limitation is its conceptual nature, relying
heavily on case studies from specific industries like e-commerce and
furniture retail. The findings may not be generalizable to other sectors,
such as healthcare or finance, where GAl's impact on consumer behav-
ior might differ significantly. While the analysis relies on secondary
data, triangulating these insights with domain literature and industry
reports ensured the validity and relevance of findings across varied
consumer contexts. Therefore, more empirical research is needed to
validate the conclusions drawn here. Additionally, the study primarily
focuses on the opportunities and challenges of GAI from the business
perspective, with less emphasis on the consumer’s point of view. Future
research could adopt a more consumer-centric approach, exploring the
ways that individuals perceive and interact with Al-generated content
and how this influences their trust, satisfaction, and overall experi-
ence. Lastly, the ethical concerns discussed in this study, such as data
privacy and algorithmic bias, are complex and multifaceted. While this
study highlights these issues, it does not provide exhaustive solutions or
frameworks for addressing them. Further research is needed to devel-
op practical guidelines and regulatory frameworks that can help busi-
nesses navigate these challenges while maximizing the benefits of GA.

In closing, while GAI presents a powerful tool for enhancing
consumer purchase decisions, its successful integration into business
strategies requires a balanced approach that addresses both the op-
portunities and challenges it presents. Businesses that navigate these
complexities thoughtfully — by embracing Al's potential for personal-
ization and innovation while addressing its ethical and practical chal-
lenges — will be better positioned to meet the evolving expectations
of modern consumers. As GAI continues to advance, understanding
its influence on consumer behavior will be critical for businesses seek-
ing to maintain a competitive edge in an increasingly Al-driven mar-
ketplace. By prioritizing ethical considerations and fostering trust,
companies would be able to harness the full potential of GAl to drive
sustainable growth and long-term success.
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Abstract

1. Einleitung

Original scientific paper

Versicherung wird als “unsichtbare” oder “imaginare” Ware be-
zeichnet. Weder ihr Wert noch ihre Macht lassen sich mit Sinnes-
organen allein erfassen, daher muss bei vielen Menschen der
Versicherungsbedarf erst durch fachgerechte Beschreibung ge-
weckt werden.

Vor dem Aufklarungszeitalter (dauerte je nach Region bis Ende
des 17.Jhs.) wurde Versicherung als “unerlaubtes Eingreifen in
die Plane Gottes, welcher Siinder mit Katastrophen und Seuchen
bestraft”, bezeichnet.

Im Zeitraum von der Ersten bis zur Vierten Industriellen Revolu-
tion (18. bis 21Jh) —wobei jede Revolution eine Neuvermessung
der Welt brachte —entwickelte sich das Versicherungswesen stu-
fenweise zu einem so wichtigen in das Leben der Menschen ein-
greifenden Wirtschaftsfaktor, dass heute kein Staat mehr ohne
Versicherung auskommt.

Die Versicherungsbranche vermag das Denken und Handeln
einzelner Menschen, Belegschaften und Regierungen in immer
neuen Varianten in Richtung Vorsorge und Sicherheit zu lenken.
Schlisselwérter: Industrielle Revolution, Kinstliche Intelligenz
(K1), Pravention, Risiko, Sozialstaat

Von Versicherungsexperten mit grof3er Verantwortung wurde
im 19./20. Jahrhundert der Sozialstaat stufenweise auf — und ausge-
baut. Kranken — und Unfallversicherung wurden letztlich als so wich-
tige Sparten angesehen, dass man einen Basis Versicherungsschutz
auch fir jene verpflichtend sicherstellte, die weder ausreichende Geld-
mittel noch hinreichend Verstandnis fir Versicherungen besalRen, das
waren damals die Arbeiter (Krainz, 2021).
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