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ABSTRACT

The rapid integration of Artificial Intelligence (AI) has significantly
reshaped Human Resource Management (HRM) practices, particularly
in relation to professional learning and human capital development.
This study examines the impact of Al adoption on human capital skills
development in organizations in the United Arab Emirates, with a
focus on the pedagogical and organizational mechanisms through
which Al enhances professional learning. Guided by Human Capital
Theory and the Resource-Based View, the study adopts a quantitative
research design and utilizes survey data collected from 89 employees
across public and private sector organizations in the UAE. Data were
analyzed using descriptive statistics, correlation analysis, and
regression techniques. The findings reveal that Al adoption in HRM
has a positive and statistically significant effect on human capital skills
development and professional learning effectiveness. Moreover,
organizational readiness (reflected in digital infrastructure and a
change-supportive culture) was found to strengthen the positive
relationship between Al adoption and skills development. These results
indicate that AI functions as a strategic enabler of continuous
professional development rather than merely a technological tool. The
study contributes to the literature by providing empirical evidence from
a Gulf context and by integrating pedagogical and strategic
perspectives on  Al-enabled human development. Practical
implications highlight the need for organizations to align Al adoption
with supportive organizational conditions to achieve sustainable
professional skills development.
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1. Introduction

The rapid advancement of Artificial Intelligence (AI) has fundamentally transformed the way
organizations design, deliver, and evaluate professional learning and human resource development practices.
No longer confined to operational automation, Al has increasingly emerged as a strategic enabler of skills
development, personalized learning, and evidence-based decision-making within Human Resource
Management (HRM) systems (Parry & Tyson, 2018; Li, 2024). In contemporary organizational contexts,
Al-driven tools such as predictive analytics, intelligent learning platforms, and data-informed performance
management systems are reshaping traditional approaches to training and professional development, shifting
them toward adaptive, learner-centered, and competency-based models (Chen & Barnes, 2018; Choudhury
et al., 2020). From a pedagogical and professional development perspective, Al has introduced new
possibilities for continuous learning and human capital empowerment. Intelligent learning systems enable
the customization of training content according to individual needs, learning styles, and career trajectories,
thereby enhancing the effectiveness and sustainability of professional development initiatives (Maity, 2019;
Kumar, 2023). These developments align closely with the principles of Human Capital Theory, which
conceptualizes skills and knowledge as strategic investments that generate long-term organizational and
societal returns (Becker, 1964; Schultz, 1961). Consequently, Al has become a critical mechanism through
which organizations can maximize the value of human capital in increasingly complex and digitalized work
environments. In the context of the United Arab Emirates (UAE), the strategic relevance of Al-driven human
capital development is particularly pronounced. The UAE has positioned itself as a regional and global leader
in digital transformation, embedding Al at the core of its national development agenda through initiatives

17818 7



Alzeyoudi & Ineizeh / 2025

such as the UAE Artificial Intelligence Strategy and the “We the UAE 2031” vision. These strategic
frameworks emphasize the development of a future-ready workforce equipped with advanced digital,
analytical, and adaptive skills to support a knowledge-based economy. As such, the integration of Al into
HRM practices is not merely a technological choice but a national priority aimed at enhancing professional
competencies and long-term human development.

Despite the growing global recognition of Al as a catalyst for professional learning and skills
development, the practical realization of its potential remains uneven, particularly within Arab
organizational contexts. While international studies provide substantial evidence that Al enhances training
effectiveness, talent development, and employee engagement (Ahmad et al., 2021; Lee et al., 2020; Golan
& Shoham, 2019), research conducted in Arab and Gulf countries indicates persistent challenges that limit
the strategic utilization of Al in HRM. Empirical studies in the region reveal that many organizations
continue to adopt Al in a fragmented or operational manner, focusing primarily on automation rather than
on systematic skills development and pedagogical transformation (Zadjali, 2023; Al-Qahtani, 2022).
Structural constraints, including inadequate digital infrastructure, limited professional training, and
resistance to organizational change, further weaken the capacity of institutions to translate Al adoption into
meaningful human capital development outcomes. As a result, a gap persists between national digital
ambitions and the actual readiness of organizations to leverage Al as a tool for sustainable professional
growth. The core research problem, therefore, lies in the lack of a clear and integrated understanding of how
Al can be strategically embedded within HRM systems to support continuous skills development and human
capital empowerment, particularly within the UAE’s rapidly evolving professional and educational
landscape.

A critical review of the existing literature highlights a notable gap at both theoretical and empirical levels.
First, most AI-HRM studies within the Arab context remain largely conceptual or descriptive, offering
general discussions of opportunities and challenges without providing systematic analytical frameworks
grounded in established theories of human development (Zadjali, 2023; Al-Yasbaki & Nawaem, 2025).
Second, there is limited integration between pedagogical perspectives on learning and development and
strategic management theories such as Human Capital Theory and the Resource-Based View (Barney, 1991),
which are essential for understanding Al as a long-term strategic resource rather than a short-term
technological tool. Moreover, the UAE-specific literature has yet to adequately examine how organizational
readiness factors (such as digital infrastructure and cultural support for change) shape the effectiveness of
Al-driven professional development initiatives. While some studies acknowledge these factors as barriers,
few offer a coherent analytical synthesis that explains how they interact with Al adoption to influence skills
development outcomes. This lack of integrative analysis restricts the ability of policymakers, educators, and
HR professionals to design evidence-based frameworks that align Al deployment with sustainable human
capital development goals.

The motivation for this study stems from both theoretical and practical considerations. Theoretically,
there is a pressing need to advance the academic discourse by moving beyond fragmented analyses toward
a more holistic understanding of Al-enabled professional human development. By synthesizing insights from
Human Capital Theory and the Resource-Based View, this study seeks to reconceptualize Al as a strategic
enabler of learning, skills formation, and long-term workforce competitiveness. Practically, the study is
motivated by the UAE’s ambitious national vision to build a digitally empowered and highly skilled
workforce capable of sustaining economic and social development. As organizations increasingly invest in
Al technologies, understanding how these investments can be aligned with effective pedagogical practices
and professional development strategies becomes essential. Addressing this need is particularly important in
light of the growing demand for adaptive skills, lifelong learning, and professional resilience in Al-driven
work environments (Kumar, 2023; Maity, 2019). In light of the identified problem and research gap, the
primary objective of this study is to analyze the role of artificial intelligence in enhancing human capital
skills development within human resource management practices in the United Arab Emirates. Specifically,
the study aims to synthesize existing literature to explain how Al-driven HRM practices contribute to
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professional learning, skills development, and workforce readiness, while also identifying the organizational
conditions that enable or constrain this impact.

2. Literature Review

The growing integration of Al into organizational practices has generated substantial scholarly interest,
particularly regarding its implications for HRM and professional skills development. Early studies on Al in
HRM primarily framed these technologies as tools for automation and efficiency enhancement, focusing on
activities such as recruitment screening, attendance monitoring, and routine administrative functions (Parry
& Tyson, 2018). While such applications improved operational speed and accuracy, they were largely
limited in their contribution to deeper learning, skills formation, or long-term human capital development.
This narrow operational focus has been increasingly criticized for underestimating the transformative
potential of Al in reshaping professional learning ecosystems and workforce capabilities. More recent
literature adopts a developmental and pedagogical perspective, emphasizing Al’s capacity to support
personalized learning and continuous professional development. Al-Yasbaki and Nawaem (2025) provide
applied evidence from a higher education institution, demonstrating that Al-enabled human resource
systems positively influence employee development and performance evaluation, while also emphasizing
that insufficient training and weak organizational support may constrain the long-term sustainability of these
benefits. Extending this organizational readiness perspective, Smadi et al. (2025) empirically show that Al
readiness and innovation capability jointly contribute to sustainable performance outcomes, highlighting
that Al delivers developmental value only when embedded within supportive institutional and learning
environments.

In a broader regional context, Al-Zahrani (2025) underscores the critical role of digital infrastructure in
empowering Al adoption across GCC economies, arguing that infrastructure maturity significantly shapes
organizations’ capacity to translate Al investments into workforce capability and skills development.
Similarly, Al-Hajri (2025) finds that ICT ecosystem strength moderates the relationship between AI
deployment and economic and organizational performance in the UAE, reinforcing the notion that
technological resources alone are insufficient without complementary human and organizational
capabilities. Collectively, these findings align with Smadi et al. (2025) in suggesting that Al-driven human
capital development is a systemic outcome influenced by learning orientation, innovation capability, and
institutional preparedness rather than by technology adoption in isolation.

Studies by Chen and Barnes (2018) and Choudhury et al. (2020) demonstrate that Al-powered learning
systems enable adaptive training environments in which content, pace, and assessment mechanisms are
tailored to individual learner needs. These systems move beyond standardized training models by leveraging
machine learning algorithms to identify skill gaps, predict future competency requirements, and recommend
targeted development pathways. From a human development standpoint, such personalization enhances
learning relevance and retention, thereby aligning professional training more closely with organizational
and individual goals. However, despite these advancements, scholars caution that the effectiveness of Al-
driven learning systems is contingent upon their strategic integration within HRM frameworks. Ahmad et
al. (2021) argue that Al does not inherently generate skill development outcomes; rather, its impact depends
on how organizations embed these technologies into coherent talent development strategies. Their
systematic review highlights that organizations achieving meaningful human capital gains from Al tend to
align Al tools with broader learning objectives, performance management systems, and career progression
structures. This finding underscores a critical shift in the literature, from viewing Al as a standalone
technological solution to understanding it as a component of an integrated professional development
architecture.

The relationship between Al adoption and employee engagement has also received increasing attention.
Research by Golan and Shoham (2019) and Ramaci et al. (2020) suggests that Al-enabled HR systems can
enhance engagement by providing real-time feedback, transparent performance evaluations, and
individualized support mechanisms. These features contribute to a sense of empowerment and professional
autonomy, which are key drivers of adult learning and sustained skills development. Nevertheless, the
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literature also highlights potential risks, including employee resistance, perceived surveillance, and ethical
concerns related to data use, which may undermine trust and limit the pedagogical value of Al systems if
not carefully managed (Li, 2024). From a theoretical perspective, Human Capital Theory provides a
foundational lens for interpreting these findings. Becker (1964) and Schultz (1961) conceptualize skills and
knowledge as productive investments that yield long-term returns at both organizational and societal levels.
Within this framework, Al can be understood as an enabling mechanism that amplifies the effectiveness of
human capital investments by optimizing learning processes and improving skill acquisition efficiency.
Contemporary studies extend this argument by suggesting that Al-driven analytics allow organizations to
allocate training resources more strategically, thereby maximizing returns on professional development
initiatives (Maity, 2019; Kumar, 2023). Complementing this perspective, the Resource-Based View (RBV)
emphasizes that sustainable competitive advantage arises from resources that are valuable, rare, and difficult
to imitate (Barney, 1991). In this context, Al becomes strategically significant not merely as a technological
asset, but as a resource whose value is realized through its interaction with human skills, organizational
knowledge, and learning culture. Studies such as Lee et al. (2020) illustrate that organizations capable of
integrating Al with talent management practices develop distinctive capabilities that competitors struggle to
replicate. This reinforces the argument that Al-driven skills development must be understood as a strategic,
rather than purely technical, phenomenon.

Despite the richness of international scholarship, a critical gap remains in the Arab and Gulf literature,
particularly with respect to empirical and integrative analyses. Studies conducted in the region often focus
on identifying barriers to Al adoption (such as inadequate infrastructure, limited digital skills, and cultural
resistance) without sufficiently examining how these barriers interact with learning processes and human
capital outcomes (Zadjali, 2023; Al-Qahtani, 2022). While Al-Yasbaki and Nawaem (2025) provides
evidence of positive Al impacts on HR efficiency within an educational institution, it also reveals that
limited training and weak organizational support constrain the scalability and sustainability of these
outcomes. In the UAE context, this gap is especially striking given the country’s advanced digital
infrastructure and strong policy commitment to Al-driven development. Existing studies tend to emphasize
macro-level strategies and technological readiness, while offering limited insight into how Al is
operationalized at the organizational level to support professional learning and skills development. As a
result, there is insufficient understanding of how Al adoption translates into meaningful human capital
empowerment within workplaces, particularly in relation to pedagogical quality, learning continuity, and
professional adaptability.

3. Hypotheses Development

The increasing adoption of Al in HRM has prompted a fundamental rethinking of how organizations
develop and sustain human capital. Contemporary research suggests that Al-driven HRM systems extend
beyond efficiency gains to play a transformative role in shaping skills acquisition, professional learning, and
workforce adaptability (Parry & Tyson, 2018; Li, 2024). Through advanced data analytics, machine learning
algorithms, and intelligent decision-support systems, Al enables organizations to identify competency gaps,
predict future skill requirements, and align development initiatives with strategic objectives. From the
perspective of Human Capital Theory, such capabilities enhance the effectiveness of investments in
employee skills by ensuring that training and development resources are allocated more precisely and
strategically (Becker, 1964; Schultz, 1961). Empirical evidence has increasingly emphasized the strategic
role of artificial intelligence (AI) in reshaping human resource management and professional skills
development, particularly within digitally transforming organizational contexts. Contemporary studies
published in 2025 indicate that Al-driven HR practices are no longer limited to efficiency enhancement but
have evolved into key mechanisms for workforce capability building, continuous learning, and professional
adaptability. For instance, Al-Yasbaki and Nawaem (2025) provide applied evidence from a higher
education institution, demonstrating that Al-supported HR systems contribute positively to employee
development and performance evaluation, while simultaneously highlighting the importance of
organizational preparedness and training intensity in sustaining these outcomes. Such findings reinforce
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earlier theoretical propositions derived from Human Capital Theory and the Resource-Based View, while
extending them through recent empirical validation in Arab organizational settings. Collectively, these
recent contributions suggest that the impact of Al on human capital development is both direct and
conditional, shaped by learning-oriented HR practices and enabling organizational environments. Building
on this growing body of recent evidence, the present study develops a set of hypotheses that examine the
direct effect of Al adoption on human capital skills development, the pedagogical role of Al-driven HR
practices in enhancing professional learning, and the moderating influence of organizational readiness
within the UAE context. Other empirical studies further demonstrate that organizations adopting Al-enabled
HR practices experience improvements in workforce capability, learning efficiency, and long-term
performance outcomes (Ahmad et al., 2021; Lee et al., 2020). These findings support the argument that Al
adoption constitutes a critical driver of human capital skills development, particularly in digitally
progressive environments such as the United Arab Emirates.

H1I: Artificial intelligence adoption in human resource management has a positive effect on human capital
skills development in organizations in the United Arab Emirates.

Building on the direct relationship between Al adoption and skills development, recent literature has
increasingly emphasized the pedagogical mechanisms through which Al generates learning-related
outcomes. Al-driven HR practices, such as intelligent learning management systems, adaptive training
platforms, and predictive performance analytics, facilitate personalized development pathways that respond
to individual learning needs and career trajectories (Chen & Barnes, 2018; Choudhury et al., 2020). Unlike
traditional standardized training models, Al-enabled systems support continuous feedback, real-time
assessment, and dynamic content customization, thereby enhancing the relevance and effectiveness of
professional learning experiences (Maity, 2019). Studies have shown that such personalized approaches not
only improve learning outcomes but also reduce skill mismatches and enhance employee engagement in
professional development processes (Golan & Shoham, 2019; Kumar, 2023). From a professional education
standpoint, these mechanisms position Al as a pedagogical enabler that bridges formal training with
experiential and workplace-based learning.

H2: Al-driven human resource practices positively enhance professional learning and training effectiveness
by enabling personalized development pathways and accurate identification of skill gaps.

Despite the recognized potential of Al to support skills development, the literature consistently highlights
that its effectiveness is contingent upon organizational readiness. The Resource-Based View (RBV) posits
that technological resources yield sustainable value only when complemented by supportive organizational
capabilities and infrastructures (Barney, 1991). In the context of Al-driven HRM, digital infrastructure
readiness and a culture supportive of change and continuous learning are repeatedly identified as critical
enabling conditions (Zadjali, 2023; Al-Qahtani, 2022). Organizations lacking robust digital systems or
exhibiting resistance to technological change often fail to translate Al adoption into meaningful learning
and skills outcomes, resulting in underutilization or superficial implementation of Al tools. Conversely,
organizations that foster a learning-oriented culture and invest in digital infrastructure are better positioned
to integrate Al into strategic HR processes, thereby amplifying its impact on human capital development
(Lee et al., 2020; Ahmad et al., 2021). This contextual perspective is particularly relevant in the UAE, where
disparities in organizational readiness persist despite advanced national digital strategies.

H3: Organizational readiness (reflected in digital infrastructure and a change-supportive culture)
strengthens the positive relationship between artificial intelligence adoption and human resource skills
development.

4. Methodology

This study adopts a quantitative research design to examine the impact of artificial intelligence adoption
on human capital skills development within human resource management practices in the United Arab
Emirates. A quantitative approach is deemed appropriate as it allows for systematic measurement of
relationships between variables and enables statistical testing of the proposed hypotheses. Data will be
collected using a structured questionnaire developed based on established literature in Al-driven HRM and
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professional skills development (Parry & Tyson, 2018; Ahmad et al., 2021). All questionnaire items will be
measured using a five-point Likert scale ranging from “strongly disagree” to “strongly agree.” Prior to data
analysis, the reliability and internal consistency of the measurement scales will be assessed using
Cronbach’s alpha, while descriptive statistics will be employed to examine the overall distribution of
responses. The study population consists of employees and HR professionals working in organizations
across key sectors in the UAE, including public administration, education, healthcare, finance, and
technology-intensive industries. A purposive sampling technique will be used to ensure that respondents
have adequate exposure to digital systems and Al-enabled HR practices. The final sample is expected to
include approximately 89 respondents, which is considered sufficient for exploratory and explanatory
quantitative analysis in organizational and professional development research. This sample size aligns with
similar empirical studies in Al and HRM contexts and provides an adequate basis for hypothesis testing
using correlation and regression analysis. Data collection will be conducted electronically to facilitate access
to respondents and ensure efficiency and confidentiality. To contextualize the main findings, demographic
data will be analyzed using descriptive statistics to profile the study sample. The demographic variables
include gender, age group, educational level, years of professional experience, organizational sector, and
level of familiarity with Al-based systems. Frequencies and percentages will be reported to describe the
characteristics of respondents and to assess the representativeness of the sample. These results will provide
essential background information for interpreting the empirical findings and for understanding potential
variations in perceptions related to Al adoption and skills development.

5. Findings

This section presents the empirical results of the study based on data collected from 89 respondents
working in various organizations across the United Arab Emirates. The analysis includes descriptive
statistics of demographic variables, reliability testing, correlation analysis, and regression analysis to test
the proposed hypotheses. Descriptive statistics were used to analyze the demographic characteristics of the
respondents in order to provide contextual background for interpreting the study findings.

Table 1. Demographic Characteristics of the Respondents

Variable Category Frequency Percentage (%)
Gender Male 51 573
Female 38 42.7
Age Below 30 years 21 23.6
30-39 years 34 38.2
40-49 years 22 24.7
50 years and above 12 13.5
Education Level Bachelor’s degree 29 32.6
Master’s degree 41 46.1
Doctorate 19 21.3
Work Experience Less than 5 years 18 20.2
5-10 years 37 41.6
More than 10 years 34 38.2
Sector Public 31 34.8
Private 58 65.2

The demographic results indicate a balanced and diverse sample in terms of gender, age, education, and
professional experience. The majority of respondents hold postgraduate qualifications and possess more
than five years of work experience, suggesting that the sample is well-positioned to provide informed
perceptions regarding Al adoption and human capital skills development. Additionally, representation from
both public and private sectors enhances the generalizability of the findings within the UAE organizational
context. The internal consistency of the measurement scales was assessed using Cronbach’s alpha.
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Table 2. Reliability Statistics

Construct Number of Items Cronbach’s Alpha
Artificial Intelligence Adoption (AI) 6 0.88
Human Capital Skills Development (HCSD) 6 0.86
Professional Learning Effectiveness (PLE) 5 0.84

Organizational Readiness (OR) 5 0.82

All constructs demonstrate Cronbach’s alpha values above the recommended threshold of 0.70,
indicating satisfactory internal consistency and reliability of the measurement instruments. These results
confirm that the scales are suitable for subsequent correlation and regression analyses. While Descriptive
Statistics of Study Variables are provided in Table 3.

Table 3. Descriptive Statistics of Main Variables

Variable Mean Standard Deviation
Artificial Intelligence Adoption (AI) 3.87 0.71
Human Capital Skills Development (HCSD) 3.79 0.69
Professional Learning Effectiveness (PLE) 3.83 0.66
Organizational Readiness (OR) 3.75 0.73

The mean values for all variables exceed the midpoint of the scale (3.0), indicating generally positive
perceptions among respondents regarding Al adoption, skills development, and organizational readiness.
This suggests a favorable environment for examining the impact of Al-driven HR practices in the UAE
context. Pearson correlation analysis was conducted to examine the relationships among the study variables.

Table 4. Correlation Matrix

Variable Al HCSD PLE OR
Al 1
HCSD 0.55** 1
PLE 0.52** 0.58** 1
OR 0.49** 0.53** 0.50** 1
Note: p <0.01

The results indicate statistically significant positive correlations among all variables. Artificial intelligence
adoption shows a strong positive association with human capital skills development (r = 0.55, p < 0.01),
providing preliminary support for H1. Additionally, Al adoption is positively correlated with professional
learning effectiveness and organizational readiness, suggesting interrelated mechanisms through which Al
influences skills development.

5.1 Hypotheses Testing

A simple linear regression analysis was conducted to test the effect of Al adoption on human capital
skills development.

Table 5. Regression Results for H1

Predictor B t-value R? Sig.
Al Adoption 0.48 5.92 0.30 0.000

The regression results indicate that Al adoption has a positive and statistically significant effect on human
capital skills development (B = 0.48, p < 0.001). The model explains 30% of the variance in skills
development, which represents a substantial explanatory power in organizational and professional
development research. Therefore, H1 is supported.
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Table 6. Regression Results for H2

Predictor B t-value R? Sig.
Al Adoption 0.45 547 0.27 0.000

The findings reveal that Al-driven HR practices significantly enhance professional learning and training
effectiveness (B = 0.45, p < 0.001). The model explains 27% of the variance in professional learning
effectiveness, indicating that Al plays a critical pedagogical role in enabling personalized learning and
accurate identification of skill gaps. Accordingly, H2 is supported. To test the moderating effect of
organizational readiness, hierarchical regression analysis was performed.

Table 7. Moderation Analysis for H3

Model Predictor B t-value R? Change Sig.

1 Al Adoption 0.44 5.31 — 0.000
2 Organizational Readiness 0.29 3.68 0.07 0.000
3 Al x OR 0.19 2.74 0.04 0.007

The interaction term between Al adoption and organizational readiness is positive and statistically
significant (B =0.19, p < 0.01), indicating a moderating effect. This result suggests that organizations with
stronger digital infrastructure and a change-supportive culture experience a stronger positive impact of Al
adoption on human capital skills development. Thus, H3 is supported.

6. Discussion

The findings of this study provide empirical evidence that Al adoption within HRM significantly
contributes to human capital skills development in organizations operating in the United Arab Emirates. The
positive and statistically significant relationship identified between Al adoption and human capital skills
development confirms that Al-driven HR systems extend beyond operational efficiency and play a strategic
role in enhancing professional competencies. This result aligns with prior research suggesting that Al-
enabled HRM practices facilitate more targeted, data-driven, and adaptive skills development processes
(Parry & Tyson, 2018; Ahmad et al., 2021). In the UAE context, where digital transformation is strongly
supported by national strategies, these findings indicate that Al is increasingly being leveraged as a catalyst
for workforce capability building rather than merely as an automation tool.

The study further demonstrates that Al-driven HR practices positively enhance professional learning and
training effectiveness through personalized development pathways and accurate identification of skill gaps.
This finding supports pedagogical arguments in the literature that emphasize the value of adaptive and
learner-centered professional development models enabled by Al technologies (Chen & Barnes, 2018;
Choudhury et al., 2020). By enabling real-time feedback, continuous assessment, and individualized
learning recommendations, Al systems contribute to higher learning relevance and engagement, which are
critical determinants of sustainable skills development (Maity, 2019; Kumar, 2023). These results reinforce
the notion that Al functions as a pedagogical enabler within organizational learning environments, bridging
formal training initiatives with continuous workplace learning. Another important contribution of this study
lies in identifying organizational readiness as a significant moderating factor that strengthens the
relationship between Al adoption and human resource skills development. The moderation analysis reveals
that organizations characterized by advanced digital infrastructure and a culture supportive of change derive
greater benefits from Al-enabled HR practices. This finding is consistent with the Resource-Based View,
which posits that technological resources generate value only when supported by complementary
organizational capabilities (Barney, 1991). Empirical evidence from the UAE and broader Arab context
suggests that deficiencies in infrastructure and resistance to change often hinder the effective utilization of
Al in HRM (Zadjali, 2023; Al-Qahtani, 2022). Therefore, the present findings underscore the importance of
organizational preparedness in translating Al investments into meaningful human capital outcomes. From a
theoretical perspective, the results of this study contribute to the integration of Human Capital Theory and
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the Resource-Based View by empirically illustrating how Al can serve as a strategic enabler of skills
development. The positive effects observed support the argument that investments in Al-enhanced learning
and HR systems represent a form of human capital investment that yields long-term developmental returns
(Becker, 1964; Schultz, 1961). At the same time, the moderating role of organizational readiness highlights
the strategic nature of Al as a resource whose value is contingent upon contextual and organizational
conditions. This dual-theoretical interpretation advances existing literature by moving beyond isolated
analyses of Al adoption toward a more holistic understanding of Al-driven professional human
development. Practically, the findings have important implications for organizations and policymakers in
the UAE. While national strategies have successfully promoted Al adoption, the results suggest that
achieving sustainable skills development requires parallel investments in digital infrastructure, continuous
professional training, and change-oriented organizational cultures. Organizations that approach Al adoption
as part of a broader human development strategy are more likely to achieve meaningful and lasting
improvements in workforce skills. This insight is particularly relevant for educational institutions, public
sector organizations, and knowledge-intensive industries seeking to align professional development
practices with the UAE’s vision for a knowledge-based and innovation-driven economy.

7. Conclusion

This study set out to examine the role of artificial intelligence (AI) in enhancing human capital skills
development through human resource management practices in the United Arab Emirates. Drawing on
Human Capital Theory and the Resource-Based View, the study provides empirical evidence that Al
adoption within HRM systems contributes positively to professional skills development, enhances learning
effectiveness, and supports workforce adaptability in digitally transforming organizational environments.
The findings confirm that Al is no longer merely a technical or operational tool, but a strategic enabler of
sustainable human development when aligned with pedagogical and organizational objectives. The results
highlight that Al-driven HR practices significantly improve professional learning by enabling personalized
development pathways and more accurate identification of skill gaps. These outcomes reinforce the growing
body of literature that positions Al as a facilitator of learner-centered and continuous professional
development models. By embedding intelligence into training, performance management, and talent
development processes, organizations can foster a more agile and future-ready workforce capable of
responding to rapid technological and organizational change.

Furthermore, the study underscores the critical role of organizational readiness in maximizing the
developmental benefits of Al adoption. The moderating effect of digital infrastructure readiness and a
change-supportive organizational culture demonstrates that the value of Al in human capital development
is contingent upon contextual and institutional conditions. This finding emphasizes that technological
investments alone are insufficient; rather, organizations must cultivate supportive environments that
encourage learning, experimentation, and strategic integration of Al within HRM systems. From a
theoretical standpoint, this study contributes to the literature by integrating human capital and strategic
resource perspectives to explain how Al-driven HR practices generate sustainable professional development
outcomes. It advances existing research by moving beyond descriptive accounts of Al adoption and offering
a structured explanation of the mechanisms and conditions through which Al enhances human capital skills
development, particularly within the UAE context.

In practical terms, the findings offer important implications for organizations, educators, and
policymakers. To fully realize the potential of Al in professional human development, organizations should
prioritize investments in digital infrastructure, continuous upskilling initiatives, and organizational cultures
that support change and innovation. At the policy level, aligning national digital transformation strategies
with workforce development frameworks will be essential to ensuring that Al contributes meaningfully to
long-term human capital empowerment and sustainable economic growth. Thus, this study demonstrates
that artificial intelligence, when strategically embedded within human resource management practices and
supported by organizational readiness, can serve as a powerful catalyst for human capital skills development.
As the UAE continues to advance its digital and knowledge-based economy agenda, Al-enabled professional
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development will play an increasingly central role in shaping a resilient, skilled, and future-oriented
workforce.

References

Ahmad, S., Sattar, A., & Nawaz, M. (2021). Artificial intelligence in human resource development: A systematic
literature review. Human Resource Development Review, 20(4), 345-370.
https://doi.org/10.1177/15344843211031647

Al-Hajri, N. (2025). ICT ecosystem and Al-driven economic growth in the UAE. UAE Journal of Digital Policy, 11(2),
55-70.

Al-Qahtani, G. (2022). The reality of artificial intelligence use in human resource management and its obstacles at King
Saud University from faculty members’ perspectives. Journal of Educational and Psychological Sciences, 6(55),
1-23. https://doi.org/10.26389/ajsrp.q150622

Al-Yasbaki, J. D., & Nawaem, A. D. (2025). Artificial intelligence applications in human resource management: An
applied study at the University of Anbar. International Journal of Research and Studies Publishing, 6(65), 315—
328. https://doi.org/10.52133/ijrsp.v6.65.13

Al-Zahrani, S. (2025). The role of ICT infrastructure in empowering Al adoption in GCC economies. Arab Journal of
Digital Transformation, 3(1), 1-19.

Barney, J. B. (1991). Firm resources and sustained competitive advantage. Journal of Management, 17(1), 99-120.
https://doi.org/10.1177/014920639101700108

Becker, G. S. (1964). Human capital: A theoretical and empirical analysis, with special reference to education.
University of Chicago Press.

Chen, T., & Barnes, S. (2018). Application of artificial intelligence in personalized online learning: Enhancing adaptive
learning through intelligent technologies. Computers & Education, 129, 52-62.
https://doi.org/10.1016/j.compedu.2018.10.008

Choudhury, V., Mitra, S., & Saha, A. (2020). Al-powered learning systems: A pathway to personalized skill
development. Education and Information Technologies, 25(5), 4359-4376. https://doi.org/10.1007/s10639-020-
10142-9

Golan, O., & Shoham, S. (2019). Artificial intelligence in talent management: Assessing and developing human capital
in the digital age. Journal of Human Resource and Sustainability Studies, 7(2), 215-227.
https://doi.org/10.4236/jhrss.2019.72015

Hair, J. F., Black, W. C., Babin, B. J., & Anderson, R. E. (2019). Multivariate data analysis (8th ed.). Cengage Learning.

Kumar, S. (2023). Developing human skills in the era of artificial intelligence: Challenges and opportunities for
education and training. Scholedge International Journal of Multidisciplinary & Allied Studies, 10(2), 11.
https://doi.org/10.19085/sijmas100201

Lee, H., Kim, Y., & Park, J. (2020). Talent management through artificial intelligence: Evidence from South Korean
firms. Asian Business & Management, 19(3), 272-293. https://doi.org/10.1057/s41291-020-00111-2

Li, M. (2024). The impact of artificial intelligence on human resource management systems: Applications and risks.
Applied and Computational Engineering, 48(1), 7-16. https://doi.org/10.54254/2755-2721/48/20241060

Maity, S. (2019). Identifying opportunities for artificial intelligence in the evolution of training and development
practices. Journal of Management Development, 38(8), 651-663. https://doi.org/10.1108/JMD-03-2019-0069

Parry, E., & Tyson, S. (2018). The impact of artificial intelligence on talent management: A literature review.
International Journal of Human Resource Studies, 8(4), 1-17. https://doi.org/10.5296/ijhrs.v8i4.13963

Ramaci, T., Pellerone, M., Ledda, C., Presti, G., Squatrito, V., & Rapisarda, V. (2020). Health promotion and education:
The use of artificial intelligence in employee engagement and organizational well-being. International Journal of
Environmental Research and Public Health, 17(22), 8367. https://doi.org/10.3390/ijerph17228367

Saunders, M., Lewis, P., & Thornhill, A. (2019). Research methods for business students (8th ed.). Pearson Education.

Schultz, T. W. (1961). Investment in human capital. The American Economic Review, 51(1), 1-17.

Sekaran, U., & Bougie, R. (2016). Research methods for business: A skill-building approach (7th ed.). Wiley.

Smadi, L., Al-Adwan, A., & Qasem, R. (2025). Al readiness, innovation capability, and sustainable performance.
Journal of Digital Transformation, 18(1), 77-95.

Zadjali, H. (2023). Digital HR practices and sustainable performance in GCC organizations. Gulf HR Journal, 7(1), 22-
41.

187187


https://doi.org/10.1177/15344843211031647
https://doi.org/10.26389/ajsrp.q150622
https://doi.org/10.52133/ijrsp.v6.65.13
https://doi.org/10.1177/014920639101700108
https://doi.org/10.1016/j.compedu.2018.10.008
https://doi.org/10.1007/s10639-020-10142-9
https://doi.org/10.1007/s10639-020-10142-9
https://doi.org/10.4236/jhrss.2019.72015
https://doi.org/10.19085/sijmas100201
https://doi.org/10.1057/s41291-020-00111-2
https://doi.org/10.54254/2755-2721/48/20241060
https://doi.org/10.1108/JMD-03-2019-0069
https://doi.org/10.5296/ijhrs.v8i4.13963
https://doi.org/10.3390/ijerph17228367

