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Abgtract: This study investigates the artificial intelligen@d) adoption drivers and the mediating effectgroft and
how the latter influence human resources manage(hRivl) of the banking sector in Saudi Arabia. Avay-based
questionnaire was employed to collect data from @@ttitioners and professionals working in diffégrbanks in Saudi
Arabia. Partial least squares structural equatiodetiing (PLS-SEM) was used to analyze data. Siganit and positive
effects of perceived usefulness and trust on edlfintelligence adoption in human resource mameage are highlighted
by the results. In addition, the indirect effectdrast between perceived usefulness and Al adoptidiuman resource
management were also found to be significant.

1 Introduction Based on that and according to the analysis of the

In the age of globalization and fast technologicaprevious literature, companies have begun to plce
advancement, organizations have prioritized humaifeater emphasis on Al and different technical sool
resources as a way to obtain a competitive advardag through — which they may develop organizational
long-term sustainability [1,2]. By way of these teyss, Performance and compete accordingly, in order hieae
many businesses have refocused their attentiodaptiag @ Vvariety of benefits. Integrated entities, infotima
new technologies to enhance their performance iig] aaccessibility, the capability to analyze big datad a
aligned their strategies to enhance overall perdmee as hotification systems are common examples of these
a consequence of the increasing adoption of teosmical benefits, which attempt to create a highly comjwetit

tools, such as human resources information sysemig) —advantage and added value for operations [12-14].
and artificial intelligence (Al) applications [4,5] However, in the banking sector in Saudi Arabiaréhe

Accordingly, HRIS has ostensibly evolved into actifl ~ are various challenges that need to be addressexiris of

intelligence, enabling organizations to signifitant human resources management. The implementation of
improve their performance and productivity, perfornftificial intelligence (Al) in this sector can hg about
specified human resources functions, analyze dath aSignificant improvements in terms of efficiency and
assist human resources departments to focus on tHeoductivity. However, like other technology, thioation
primary responsibilities. The adoption of Al in anof Al requires the strict implementation of quality
organization claims that patterns of HR practicgther ~Principles and practices. According to [6] the biagk
than Sing|e actions’ are required to meet Orga'nm sector in Saudi Arabia needs robust Improvement and
goals [6]. Nonetheless, Al has recently gainecpatation hational preparedness to counter financial emerggriic

as a more strategic tool, linked with organizatiodues, the future not to repeat the sufferings that hadaiged the
goals and visions [7,8]. Additionally, several sassthave Whole society finically, physically, and emotionall
addressed Al in HRM from different perspectivesTherefore, it is high time to integrate and impletnieest
specifically the qualitative differences that a he managerial practices, principles, and approaches fo
expected at the level of HRM skills and competesidieth ~ creating agility in the banking sector of Saudi tiea
prior to and after the implementation of Al witham Given the rabid growth of banking sector in Sauriia,
organization [9]; the challenges and opportunitiedis study exists to fill this gap.

associated with the adoption of Al in HRM [10,11j)g ~Accordingly, this study argues that there are many
impact of employee commitment and trust as regm'ds drlvers_aﬁectlng the qdoptlon of Alin the HRMthre bank
adoption of Al [9]. In particular, the study examéha Sector in Saudi Arabia. T_hose factors include eﬁsuse,
range of factors identified by previous researcbeaon Perceived usefulness, infrastructure, along withsttr
the analysis of the theoretical literature whicklided However, the researchers attempt to establish a@hiiyd

trust, perceived usefulness, user behaviour, dasse@and Means of mediation relations across study variatdes
infrastructure address gaps in the current literature. Furthermitiie
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research contributes to the area of HRM in the Baueformation databases via the use of algorithmarabling

banking sector by analysing the current literatomere

thoroughly and examining the mediation effect otrand
user behaviour. The rest of the article is strggtas; the
second section comprises the theoretical backgrotitie:

study, and the third and fourth sections encapsitlad

methodology, and results. While sections five amrcage

the discussion and conclusion sections.

2 Literaturereview and hypothesis
development

Each organization, whether small or large requird

human capital to be able to conduct business anié\ax

its goals. Human resources comprise personnelishat

employed in an organization to perform their déglgks in
exchange for a salary or rewards. Besides, théivitgaf
employees is becoming increasingly imperative te t
success of a business and its long-term sustaiydhib].
Conversely, HRM refers to a set of professionatiicas
which include a range of personal practices that foa
combined to ensure that an organization has a gsioieal
approach to managing people. These practices mi
include training and supporting qualified workensough

stages beginning with selection and recruitment arfl

including compensation and motivation [6].

HRM is critical in motivating employees to achighe
highest level of productivity and efficiency in tods
business world. However, this may possibly reqtie
adoption of Al technology to ensure agile operatibave
the best possible tools and to be a high-tech coynp
compared to rapid world innovation and revolutiorfact,
the relationship between businesses, employees
customers is fundamentally changing as a restitteofast-
paced expansion and widespread deployment of éifi
Intelligence (Al) and other ground-breaking teclugiés.
It should be noted that Al is referred to as "cotaepu
intelligence," "human intellect emulation" or "mind

machine” [9]. [16] defined Al as "the science and o
[91 [16] »organizational context factors. However, [22] extexhthe

engineering of constructing intelligent machines
According to [17] and [18], the primary principlé Al is
that automated equipment, for instance, machirdmts
and software can perform everyday jobs that hapieajly
been undertaken by people. In other words, Al sefer
using technology to perform a task that requiresestevel
of intelligence to be accomplished [19]. Moreovire
adoption Al is particularly useful for businessasitacan

foster more productive coordination and cooperatior?
Likewise, the adoption of such a tool offers severd

opportunities to improve and reduce the cost of HR$ks
[20].

Specifically, Al can reform the structure of HRMdan
be an integrated system that delivers excellenttsewith
the aim of enhancing performance management, wadkfo
planning, people analytics, virtual assistants $eilf-
service/HR service delivery, career patching, lestdp,
and coaching [21]. Al creates accurate and trustwor

a

instant access to data and rapid transmission which
enhances human resources [22]. The ability of Al to
promote individual workplace learning through acial
aspect of database management [23]. Consequémly,
manager has access to all records and can use them
whenever necessary. It also supports decision-reaker
through the use of big data and machine learning
algorithms [24]. Additionally, fostering organizatial
learning and eventually improved knowledge managg¢me
enables businesses to derive valuable insights from
gdividual behavior. Besides, [25] provides a pieufe
evidence for the transformational outcomes of AHR
functions. [26] pointed out that Al has a signifitpositive
influence on employee performance and work engageme
In practice, Al aids the HRM process in a variefy o

pays. Database management is offered to support

individualized workplace learning [27], using bigtd
techniques and machine learning. It offers an sick
approach to handling hiring, training, developmeift
employees, and performance reviews [28], Al also
pvides intuitive decision-making [24] whilst Al's
apacity to build a substantial library of knowlegg
ocess and history that HR managers may consulitise
as required is invaluable [23].

More generally, Al is changing how businesses
manage their staff, develop HR calendars and assess
productivity. As Al offers new approaches, suclsasial
robots for HRM, they open up several opportunites
assist different HRM services [20]. Several scholar
support this argument and highlight the ways inchhi

puter-based software and Al tools facilitate the
organizational setting and enhance productivitele{29].

Many recent studies have discussed the adoptiéh of
drivers within the context of HRM and have quesidn
factors that affect the adoption of Al in HRM. [30]
identified three primary drivers that influence #@option
f Al in HRM including technological, environmentaind
classification of these factors to include orgatiizeal
preparedness, perceived benefits, and technicarise
Moreover, [31] provided systematic classificatiohthese
factors including effort expectancy, facilitatingralition,
performance expectancy, perceived credibility, glaith
social influence. Issues and drivers that affegttioption
of Al, as mentioned in previous studies, includshtecal
r performance-related factors, organizational
nvironmental factors and user-customer factorges&h
studies have primarily focused on one or a fewheké
factors. This study seeks to investigate otherofact
including ease of use (EOU), perceived usefulnBss),(
infrastructure, trust, as well as user behavior)(UB

The first driver in this study pertains to easeusé
(EOU) which refers to the extent to which a prodiaot be
used by individual users to achieve specific objest
both effectively and satisfactorily [32]. [33] ag®el that
EOU is directly related to a person's percepticthe®ffort

or
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required to operate a system and is a key compafentcritical infrastructure in an organization and wit a high

perceived ease of use. It is important to mentian EOU
could be extremely important

level of readiness, Al applications will fail. Fratme above

in determining thealiscussion, it can be hypothesized that:

acceptance of Al from the perspective of the user o
account of the unique nature of Al, which demands a H3: Infrastructure has a significant impact on the

certain level of knowledge and expertise. Varioevipus
investigations have provided empirical evidence tfos
argument [34-36]. Similarly,

adoption of Al applicationsin HRM in the banking sector
in Saudi Arabia.

EOU is preferred and

included among the suggested conceptual model for a the feature that attracts or impedes a user from

particular reason. Practically, the results of gsil
applications have been widely considered as havimgh
degree of complexity and ambiguity [37-39]. Therefat

adopting Al apps is trust, which is vital in regaa
promoting the adoption of Al. In his definitiontéist, [48]
explained that it is "a confidence or anticipatabout the

was plainly noted that EOU might be one of the MOginer party or as a behavioral intention or desirdepend

crucial factors that might significantly influeneéhether
Saudi Arabia's banking industry decides to implenfdn
applications. From the above discussion, it can
hypothesised that:

H1: Ease of use has a significant impact on the
adoption of Al applicationsin HRM in the banking sector
in Saudi Arabia.

One of the criteria applied in the study relates t

perceived usefulness (PU). This is defined as tingree
to which a person believes that using a particeyatem
would enhance his or her job performance” [33]tHa
previous literature, PU has been identified as ainthe
most influential drivers for managers to adopt 29,40-
42]. Accordingly, it could be argued that userstloé
banking system who have adequate skills and beiliete
benefits of Al applications are more likely to peixe Al

on or rely on another party, coupled with a senke o
vulnerability or danger if the trust is violatedrofn the
ewpoint of the user or HRM, trust is describedtlaes
user's expectations of how the Al applications prayide
opportunities and guarantees [49]. [50] ascertaihatthe
creation of trust between people depends significam
the trustee's outward look and that the embodirnEA
will quite possibly play a significant role in bdihg that
trust between people and Al applications. Accorlging

flust may be cognitive (based on reason) as well as

emotional (based on affect), [51]. In this studye will
concentrate on trust as an emotional effect.

Numerous previous researchers have demonstrated the

practical influence of trust on the acceptabilifyl®, Al

and technological applications [52-54]. In thisdstuwe
addressed the mediation role of trust between B,
infrastructure and the adoption of Al in HRM. Ineth
investigation of the mediation role between PU, E&id

as beneficial in their work. From an HR standpoint, chase intention, [55] determined the signifieaatthis

workers must receive adequate training and infaomab

relationship. Nevertheless, we contend that infuastre,

better comprehend the advantages and anticipaelise pyy ang EQU are crucial in raising user's trust leead as

By doing so, the perceived usefulness of the tddgyo
will increase and, in turn, this will influence theoption
of Al [35,37]. From the above discussion, it can
hypothesized that:

H2: Perceived usefulness has a significant impact on
the adoption of Al applicationsin HRM in the banking
sector in Saudi Arabia.

a result, act as a dynamic construct that may peesusers
to adopt Al applications. From the above discussiaran

b&e hypothesized that:

H4: Trust mediates the relationship between EOU
and the adoption of Al applications in HRM in the
banking sector in Saudi Arabia.

H5: Trust mediates the relationship between PU and
the adoption of Al applicationsin HRM in the banking

In the context of a corporate IT environmentetor in Saudi Arabia.

infrastructure refers to the collective hardwaxtveare,
network resources, and services that are necefksattye
existence, operation, and management of the emagah
[43-45]. Infrastructure systems will be cruciakimpplying

H6: Trust mediates the réationship between
infrastructure and the adoption of Al applications in
HRM in the banking sector in Saudi Arabia.

H7: Trust has a significant impact on the adoption of

and maintaining services for this ever-increasiagnand 5| applications in HRM in the banking sector in Saudi
as Al applications become more connected, complitat ppopia

and digitalized [46]. [47] determined that withotlte
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Al Adoption

Figure 1 The research model

3 Methodology participants were taken and an online survey uSinggle

A quantitative technique was used in this study tPrms was undertaken. a convenience sample teahniqu
obtain quantitative results and a level of sigaifice Was applied. We were able to collect 261 completed
reflecting the impact of Al adoption drivers in ham duestionnaires, which is an adequate sample sizthéo
resource management and the mediating role of trast kind of data analysis applied in this study. Stk
survey-based questionnaire was used to gather Tlaga. Equation Modelling (SEM) using smart PLS was used t
survey consisted of four primary constructs in th@nalyse the research data. PLS-SEM is an efficient
questionnaire, each with a validated instrumentmfrotechnique to investigate the interrelation amongiritam
previous studies. A five points Likert scale wasdisTo constructs [56,57]. Table 1 summarises the charsiits
collect data, banks in Saudi Arabia were selectetiaeir —Of the sample, highlighting the variation in thependents’
human resource departments were contacted to ohtregender, ages, levels of education, work experieaoes
the potential participants. The emails of the ptatn hierarchical positions.

Table 1 Sample characteristic

Category Iltems Count %

Sex Male 136 0.521
Femal 12f 0.47¢

Age 20 to 35 yeal 60 0.23(
36 to 50 yeal 18( 0.69(

51 years and abo 21 0.08(

Diploma or les 59 0.22¢

Education Level Bachelor": 12t 0.47¢
Postgraduate (Master and P 77 0.29¢

< 2year 50 0.191¢

Experience 2-5 year 70 0.268:
6 to 10 yeal 75 0.287¢

>11 year 66 0.252¢

Total 261 100%

The majority of the study participants were maleS.1 Measurement model
(52.1%). Most of the participants were aged 360ig&ars Assessments of measurement models are made in light
and had Bachelor in qualifications. In terms ofengnce, of construct validity through internal consistency,
the majority (28.74%) had experience between 6 Hhd reliability, and discriminant reliability [58,59].To
years. While 32.8 % were serving in managerialtipos.  determine the construct validity, the factor loagimlues
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of all of the items must be greater than 0.6) whicthe 0.7. To confirm the convergent validity of all the
case for all the items [60]. (See Table 2). Likeyithe constructs, the average variance extracted (AVEg¢éch
construct's reliability was then evaluated usingri®ach's construct must be more than 0.5 [61]. These reopgngs
alpha and the composite reliability with a cut-eflue of are all satisfied, as evidenced by the findingEahle 2.

Table 2 Construct validity

Constructs ltems L oading Mean SD
Q1 0.81f 4.28¢ 0.79¢
ceseovse gy |9 |02 i ool

(Cronbach’sx= 0.871; CR=0.903; — : :

AVE=0.609) Q4 0.801 4.01 0.87¢
Q5 0.651 4.31¢ 0.64¢
Q6 0.76¢ 4.27] 0.71¢
Q7 0.72¢ 4.47] 0.691
Perceived Usefulness (PU) Q8 0.80¢ 4.471 0.62¢
(Cronbach’sy= 0.825; CR=0.877; Q9 0.69¢ 4.41¢ 0.591
AVE=0.589) Q1C 0.80¢ 4.41¢ 0.64:
Q11 0.79¢ 4.38¢ 0.63¢
Qlz 0.83: 4.257 0.57¢
Infrastructure Ql1: 0.62( 4.057 0.82¢
(Cronbach’sx=0.835; CR=0.873; Q14 0.83( 4.18¢ 0.81¢
AVE=0.634) Q1t 0.80: 4.02¢ 1.06¢
Q1€ 0.661 4.34: 0.82¢
Q17 0.82¢ 4.157 0.82:
Trust (Cronbach’e=0.803; Qle 0.66: 4.27] 0.77:
CR=0.873; AVE=0.634) Qlc¢ 0.84¢ 4.12¢ 0.80¢
Q2C 0.83: 3.971 0.87¢
Q21 0.821 4.32¢ 0.71Z
Q22 0.721 4.27] 0.75¢
Al Adoption (Cronbach’'$:=0.862; Q2 0.78: 4'25,‘ 0'805
CR=0.895; AVE=0.551) Q24 0.63¢ 4.34: 0.65:
' ' Q2t 0.77¢ 4.18¢ 0.961
Q2€ 0.66¢ 4.52¢ 0.62¢
Q27 0.77¢ 4.64: 0.53¢

The heterotrait-monotrait ratio test (HTMT) andAVE square root of AVE is larger than its assooiativith
Fornell and Larcker's (1982) criterion were therplayed  other variables [59]. (Hair et al., 2017). The =hles'
to assess the discriminant validity. The Fornell barcker HTMT values must subsequently be less than 0.9. [58]
test initially suggests determining whether eaatstroict's  Table 3 displays the results of the discriminatitits.

Table 3 Discriminant validity*

Al . EOU Infrastructure PU Trust
Adoption
Al Adoption 0.74:
EOU 0.59( 0.781
Infrastructur: 0.37¢ 0.64 0.75¢
PU 0.63( 0.72¢ 0.41¢ 0.76¢
Trust 0.68¢ 0.57: 0.55( 0.55: | 0.79¢

*The square root values of the (AVE) are in bold in the diagonal cells. Below, we present the values of correlations between
the constructs. The heterotrait-monotrait ratio scores are inserted above the diagonal cells.

3.2 Structural model assessment standardised root mean squared residual (SRMRg stor
The assessment of a structural model includeyaluate the model's predictive accuracy indicators

determining the model's level of quality. We made of Additionally, the SRMR statistics need to be lowlegin

common methods, such as the R2 coefficient and tB08 to confirm that the proposed model fits théada
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[60,61]. The findings reveal that the R2 for Al atlonis 3.3 Hypotheses testing

0.545, whilst for trust, it is 0.435. The SRMR %7 The results of the hypothesis tests based on ti& PL

which demonstrates adequate scores for both imu&cat — structural model analysis are explained in Table 5.
Following the recommendations of [62]. A bootstriagp
approach was used to produce reliable coefficigimates
with 5000 subsamples.

Table 4 Hypotheses test

Path Relationships B) ggi/ir;g%rrd T Statistics | p-valueg
Hypothesis 1

EOU — Al Adoption | o189 | 0166 | 1138 | 0.55
Hypothesis 2

PU— Al Adoption | 0272 | o155 | 2753 |  0.040
Hypothesis 3

Infrastructure—> Al Adoption | 0129 | 0120 | 1078 | 0.281
Hypothesis 4

EOU— Trust— Al Adoption | 0.064 | 0092 | 0691 | 0.490
Hypothesis 5

PU— Trust— Al Adopton | 0159 [ 0074 | 2138 | 0.000
Hypothesis 6

Infrastructure— Trust— Al Adopton | 0.166 | 0.104 [ 1603 | 0.109
Hypothesis 7

Trust— Al Adoption | 0497 | 0152 [ 3277 | o0.001

According to hypothesis (1), the EOU has a positiv8audi Arabian banks revealed that PU and trust laave
and significant impact on the adoption of Al. Theult did  direct impact on the adoption of Al.
not support this predictior(= 0.189, p >0.05). H.1 is The analysis findings are in line with earlier
therefore rejected. According to hypothesis (2), PlpublicationsPU (H2) plays a significant role in motivating
significantly and positively influences the adoptiof Al.  HR professionals and decision-makers in banksdptaal
The results support this predictigh« 0.272; p<0.05). H.2 applications [35,37]. Similar to this, previous eagh
is therefore accepted. Hypothesis (3) predicts thatipports the importance of trust in the adoptioAlqH7).
infrastructure has a positive and significant iaflae on [50] pointed out that establishing a technologwalture
the adoption of Al. The result does not suppors thiwithin banks that will increase user acceptabdity allow

prediction § = 0.129; p >.05). Thus, H.3 is rejected. management to reduce errors and boost performance
Furthermore, H4, H5 and H6 predict that trust miedia [52,53].
the relationship between EOU, PU, infrastructurd Ah Likewise, the mediation effects of trust on the

adoption. The findings provide evidence that just path relationship between PU and the adoption of Al was
that includes the trust factor between PU and tlepion  ascertained to be significant and positive (H5)sTasult
of Al (B =0.159; p<0.05) is accepted. Consequently, H5 iadicates the fundamental role trust plays in priongpthe
supported while H4 and H6 are not supported. Bindl?  adoption of Al among users in the banking sect@andi
predicts that trust has a direct impact on the twdopf Al.  Arabia. The association between the adoption ofaRt)
The findings support and provide evidence for thidl was also determined to be significantly and fanadly
prediction = 0.497; p<0.05). As a result, H7 is supportednediated by trust (H5). This conclusion emphasisas
important PU is in boosting user confidence and

4 Resultsand discussion encouraging the use of Al technologies in Saudbkx'a
To recap, the research question in this study ftos banking sector. _ _
assisting the adoption of Al drivers in HRM in tBaudi Accordingly, the numerous theoretical and manaberia

banking sector. The mediation role of trust is alsBnplications gained from our research can be ptesems
investigated. The findings attributable to the PEEM follows. By identifying the key factors influencingser

analysis on data collected from 261 practitionerssous adoption in the banking sector in a developing amati
(Saudi Arabia), this study makes a significant dbation
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to the field of Al in HRM. The research presents &tdl have more awareness among employees and PU with EOU
trust as efficient antecedents of Al adoption inNHBnd as Al features will be reflected in their effects their
as a result, generates additional insights to thistieg HRM performance. The results of this study showtitoest
literature on Al (e.g., [12,22,30]). This reseamtntends can achieve by PU and EOU with different supporting
that rather than focusing on the direct influentuwst on  claims about the importance of these enablers $40,4
the adoption of Al, management should concentrate &ince this study revealed that PU and EOU havestiy®
emphasizing the expected advantages of such afipfisa effect on trust when implementing Al in HRM, it folvs
This can be achieved by actively involving emplay@e that if an organization has higher levels of PU B, it
such practices, besides developing a continuousll be better able to identify and manage the piigrisks
improvement policy before providing employees within the Al, resulting in a more effective and resgiva
instructions related to how to use Al applicatiofihis mechanism. Similarly, the positive impact of PU &@U
demonstrates how trust between PU and the adapftith  leads to an increased level of trust if an orgammpais
has an indirect effect. better equipped to Al implementation explorationd an
Additionally, this study highlights the importanoé exploitation in its banking activities. However nitust be
PU and trust, which can provide practitioners asziglon- considered that this correlation does imply catsals
makers with beneficial information concerning bamgki numerous can be factors that might impact thigicelahip
sector practices when implementing Al in HRM. As @&etween Al adoption and HRM. Future research could
result, the findings are in favor of PU's activealvement examine the impact of Al on employee performance in
in promoting the adoption of Al. Top management ftas more detail. This could include identifying whicbbj
understand the value of PU and how banking ingtitst functions are most affected by Al and how employeast
may use it to develop HRM and Al application intgt@n  to working alongside Al tools. Besides, future sgsh can
policies that keep pace with developments in IT. also address employee attitudes towards Al, inofytiow
One significant benefit of Al applications in humancomfortable they are working alongside Al tools duagv
resource management in the banking sector is tenpal they perceive the impact of Al on their job segurit
to improve efficiency in various HR processes sash
recruitment, selection, and performance evaluat®n. References
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