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Abstract: Organisations are being revolutionised by Artificial Intelligence (AI) technologies,automation, data-driven decision-making and improved digital capabilities. For optimal value of the opportunity for AI investment, it is important to ensure the integration of AI in the Human Capital Management (HCM) process. The article delves into the connection between AI-driven HCM and financial results in this article. It demands employee capabilities, human-AI working and sound leadership and ethical governance to achieve sustainable benefits. These findings offer insights that can help organisations develop strategies to drive financial success and growth for their employeesand the responsible use of AI.  
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INTRODUCTION Artiϐicial Intelligence (AI) is another fundamental technology that can facilitate digital transformation by enabling organisations to leverage data to automate and intelligently improve their processes. AI technologies can analyse large volumes of data and identify patterns, which can inform decision-making, improve operational efϐiciency and increase the responsiveness of an organisation for strategic action. AI is being applied in Human Capital Management (HCM) for recruitment, workforce planning, performance management, learning and employee engagement, making HR more strategic. Stafϐing aspects can play a role in boosting productivity, innovation and organisational performance and contribute to value in the financial dimension if managed well. Hence, the focus of this article is on the ways in which AI-powered HCM can tie digital transformation into organisational ϐinancial success, taking into account the employee results and the business results (Figure 1).   
Arti icial Intelligence as a Driver of Digital Transformation From simple automation to the application of machine learning and predictive analytics and  with  the  ability to power any number of increasingly complex activities within organisations using generative AI. This has turned AI into a general-purpose   technology,   rather  than  one  with  only  business  process-level  impacts,  impacting  organisational
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                     Figure 1: Human Capital Management (HCM) (Source: Self-Developed)                      Figure 2: “Artiϐicial Intelligence (AI) In Digital Transformation Market Report 2026” (Source: The Business Research Company [14])  productivity, innovation and decision-making. The application of AI could lead to productivity gains, which will vary in magnitude and type based on investments in complementary digital infrastructure, management skills and human capital [1]. At the ϐirm level, the adoption of AI has been growing over the past few years, with 20.2% of ϐirms reporting to use AI in 2025, compared with 14.2% in 2024 and 8.7% in 2023, in OECD countries for which data is available. Despite these, the adoption of AI is still patchy, with larger companies more likely than smaller ones to be adopting it (Figure 2).  AI is deployed all across organisational domains, particularly where there is a large amount of data that can be utilised for prediction, classiϐication and automation. HRMs can use AI to streamline labour-intensive processes and improve the accuracy of candidate selection in the recruitment and screening process. AI in HRM can improve the efϐiciency of recruitment processes and reduce the time spent on screening candidates in recruitment and candidate 
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screening. In recruitment and candidate screening, HRM can use AI to automate repetitive tasks    and  improve   the   accuracy   of   candidate   selection. Organisations are essential to effectively implement AI tools and make them more people-oriented when it comes to generating organisational value, as it is the employees who will either make or break the usefulness of the capabilities of these tools, according to Fenwick et al. [2]. Besides HR, AI can also help in automating and streamlining repetitive administrative tasks, in ϐinancial forecasting, in optimising resources and in improving the monitoring of operations. Research by OECD [3] suggests that AI can reduce errors in production processes and improve labour productivity and provide beneϐits for AI-using ϐirms in the way they use organisational resources.  Data analysis is a process that can be signiϐicantly improved by using AI, as it can analyse data rapidly and identify patterns that may not be apparent through conventional analysis. Predictive analytics can also help organisations prepare for changes in the market by predicting the number of employees required, as well as employee turnover, customer behaviour, consumption of resources and more. According to OECD [4] research, in total, AI can make an estimated contribution of 0.25-0.6 percentage points to total factor productivity growth over 10 years, depending on the extent of AI usage and other complementary investments in the organisations. Generative AI may have a role to play in creating new jobs as well as helping employees to do tasks and enhance their capabilities, though the usefulness of generative AI will vary depending on the job and the user.  The possibilities of using AI are extensive, but there are a lot of hurdles to clear, such as organisational and ethical issues. Turning to AI can degrade AI outputs and the risks of cybersecurity and privacy rise as organisations gather and process large amounts of data on their employees and customers. From an HR perspective, algorithmic bias can be seen in the hiring process, the promotion process and in the assessment of employee performance and it is essential to ensure that the training of the models is representative and that the algorithms are adequate. OECD [5] research also reveals that data use, workload and inequity are among the risks faced by employees and that productivity can be improved.   
Human Capital Management as the Bridge between AI and Financial Performance AI is changing how HCM is performed to a more analytical and strategic role. HR professionals can employ these systems to analyse workforce data, predict skills gaps and plan for the future of the workforce, all through the power of AI algorithms and models, to tailor employee growth. By transforming this, it creates an important ϐinancial connection to the use and complementarity of AI technology, which, to a certain extent, is determined by employees' ability to use and complement the technology effectively. Bashynska et al. [6] highlight that HRM should be a proactive participant in the AI transformation ϐield and build the capabilities of its employees, organisational transformation and human-centred implementation of AI. AI can help increase employee efϐiciency by taking care of repetitive tasks and giving more time to employees for tasks that require judgment, creativity and problem-solving skills. According to the evidence from OECD [7], 80% of the staff surveyed reported positive usage of AI for their work and concerns were raised regarding the issues of surveillance, data collection and workload. This indicates that AI's productivity effects are not only purely technological but also due to how AI is used in the design of work and workers' lives. AI is more likely to enhance human capabilities and change tasks rather than replace jobs completely, notes the ILO [8]. AI can improve talent management by screening candidates, predicting skill requirements and analysing talent trends. Predictive analytics can also be used to recognise employee attrition and make preventative moves to retain employees. However, automated hiring is not possible without monitoring: If there are biases in the historical data, then there are biases in the algorithm.  New challenges with digital literacy and problem-solving, as well as the relationship between AI and humans, are introduced. AI is changing job tasks and the skills that are required in the labor market and reskilling and lifelong learning will be important tools for workers to thrive in the era of technological change [9]. OECD [10] highlights how technological change is transforming job tasks and the skills demanded by workers. For organisations, training should thus be viewed as an investment, rather than a cost.   A human-centred approach is crucial to ensure the sustainable beneϐits within the organisation, as people's acceptance and participation go hand in hand with the delivery of the beneϐits of AI. Too much or too little oversight and transparency regarding algorithmic decisions can reduce trust, while involving employees can increase acceptance. According to OECD [11], AI could enhance the value of uniquely human qualities, like creativity, critical thinking and emotional intelligence and pose risks of employee surveillance and privacy invasion.  
From AI-Enabled HCM to Financial Success By streamlining administrative tasks and optimising the use of resources, AI-powered HCM can help organisations save money and boost efϐiciency, which can have a positive impact on ϐinancial performance. HR can save more time for 
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strategic workforce activities by using automation and workforce analytics can help with resource planning. Evidence from the OECD shows that AI can increase productivity and reduce some of the inefϐiciencies in operations (2025).  The other ϐinancial beneϐits may be indirect and are linked to the increased productivity, innovation and organisational responsiveness of employees. Utilising talent efϐiciently can improve the quality of services and innovation, while AI-powered decision-making can help improve the responsiveness of organisations to market ϐluctuations. OECD [11] studies suggest that AI can drive productivity increases, which in turn can help with competitiveness, but this success would depend on the integration of human and technological capital.  Organisations have both monetary and HC metrics for gauging the success of AI. Relevant measures are: revenue per employee, labour cost efϐiciency, employee productivity, recruitment costs, turnover costs and return on investment. Employee engagement, skills building and performance measurement should be used to complement the ϐinancial improvements to test the sustainability of the improvements. The quick-ϐix approach to lower costs may not take into account the long-term side effects of employment, such as turnover or skill deϐicits. This relationship is that of AI-driven digital transformation to improved HCM to improved employees' capabilities and productivity to operational efϐiciency to ϐinancial results. It is a system that is aware of the non-ϐinancial signiϐicance of AI. The technologies, however, must be coupled with the proper skills, leadership and organisational processes as well as human resource management. Other recent OECD studies [12-14] conϐirm that human and technological capital are signiϐicant in explaining differences in productivity among technology adopters.  
DISCUSSION But, in organisations, the use of AI is not always guaranteed to be proϐitable it is a tool that should be implemented in addition to human resources. While AI can enhance productivity and reduce repetitive tasks, over-reliance on AI can lead to a loss of employee autonomy, creativity and trust. In this context, HCM can be considered a strategic facilitator in the domain of technological investment and ϐinancial performance and is thus dependent on reskilling and good leadership in addition to the readiness of the organisations concerned. Furthermore, in the absence of good governance, there can be negative consequences from algorithmic bias, privacy issues and employee oversight. Although AI helps to improve efϐiciency, the long-term ϐinancial gains are not always apparent.  
Recommendations Researching the skills to be learned in the future should be a part of the human capital planning process from the outset to inform AI investments. Ongoing training to build up the AI literacy and digital skills of the employees, as well as their critical thinking and problem-solving skills. Human beings' participation, transparency and human oversight are essential in making important decisions using a human-centred approach. Organisations should set up AI governance principles including privacy, fairness, cybersecurity and accountability. Ethical AI governance with privacy, fairness, cybersecurity and accountability should be established by organisations. Financial and workforce KPIs such as productivity, turnover and ROI should be used to measure the results of AI.  
CONCLUSION AI is changing the face of organisations and providing them with a more efϐicient, digital and better decision-making process. But HCM is very important to transform investments in technologies into investments in labour productivity and monetary value. To make AI a part of the workplace, continuous reskilling, human-AI collaboration and ethical governance are needed. The potential ϐinancial, organisational and workforce implications of AI in the long term should be explored in future studies.   
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