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Resumo

O presente trabalho tem como objetivo analisar o papel da Gestao de
Recursos Humanos (GRH) na gestao da influéncia da Inteligéncia Artificial (IA)
no bem-estar dos trabalhadores. Com a crescente integracao da IA, o bem-estar
dos trabalhadores tem adquirido destaque como prioridade, valorizando a
adocao de praticas organizacionais que promovam um ambiente laboral
equilibrado e centrado nas necessidades humanas. Para responder ao proposito
desta investigacao, recorreu-se a uma meta-andlise qualitativa (MAQ)
fundamentada na leitura e analise critica de 23 artigos revistos por pares,
publicados entre 2019 e 2023, selecionados mediante critérios rigorosos de
inclusdo e exclusao, seguidos de uma analise de contetido detalhada.

Os resultados sugerem que a IA estd a reconfigurar a natureza do trabalho,
fomentando o redesenho das fungdes e a necessidade de novas competéncias.
Embora a IA apresente potencial de enriquecimento, esta transicdo comporta
riscos para o bem-estar dos trabalhadores. Neste sentido, a literatura analisada
destaca o papel essencial da GRH no alinhamento da inovagao tecnoldgica a
protecao e desenvolvimento do bem-estar laboral. Contudo, dada a limitada
maturidade do conhecimento cientifico sobre os efeitos da IA, as estratégias
atuais da GRH permanecem em parte exploratorias, servindo como base para
investigagOes futuras. A gestao eficaz da IA no trabalho, embora desafiadora,
representa uma oportunidade para a GRH liderar a criagao de ambientes que

integrem a tecnologia com ética e respeito pela dignidade humana.

Palavras-chave: Bem-estar dos trabalhadores; Inteligéncia Artificial; Gestao de

Recursos Humanos.
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Abstract

This study aims to analyze the role of Human Resource Management
(HRM) in managing Artificial Intelligence (AI) while safeguarding employees’
well-being. As Al becomes increasingly embedded in organizational processes,
concerns about its impact on work conditions and human needs have grown. To
explore this issue, a qualitative meta-analysis was conducted, grounded on a
critical appraisal of 23 peer-reviewed articles published between 2019 and 2023,
selected through rigorous inclusion and exclusion criteria, followed by a detailed
content analysis.

The findings reveal that Al is reshaping the nature of work, driving the
redesign of roles and demanding new skill sets. While changes offer
opportunities for job enrichment, they also pose risks for workers” well-being.
The literature underscores HRM's critical role in ensuring that technological
innovation is balanced with the protection and promotion workplace well-being.
However, because empirical evidence on Al’s effects remains limited, current
HRM strategies are largely exploratory and provide only a basis for further
investigation. The effective management of Al in the workplace presents HRM
not only with challenges but also with the opportunity to lead the creation of
environments that integrate technology with ethics and respect for human

dignity.

Keywords: Worker’s well-being; Artificial Intelligence; Human Resources

Management

Numero de palavras: 12296
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IA — Inteligéncia Artificial
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Introducao

A Inteligéncia Artificial (IA) esta a redefinir os contornos do panorama laboral
atual e os profissionais de Gestao de Recursos Humanos (GRH) tém um papel
determinante na gestdao dessa transformacdo. A IA, caracterizada pela
capacidade de as maquinas simularem processos cognitivos inerentes a
complexidade do cérebro humano, detém um elevado potencial para influenciar
0 bem-estar dos trabalhadores, fator este crucial para o desempenho e sucesso
organizacional. Embora frequentemente negligenciada, a crescente integragao da
IA nas organizagoes tem desencadeado um conjunto de alteracdes multifacetadas
e complexas, que suscita questdoes quanto ao seu efeito sobre o bem-estar
individual e coletivo. O bem-estar dos trabalhadores nao s6 contribui para o
aumento da produtividade, como também reduz as taxas de turnover e consolida
uma cultura organizacional mutuamente benéfica (Bakker & Demerouti, 2007).
A capacidade de compreender e promover a interagao entre ambas as dimensoes
(IA; bem-estar) torna-se crucial para a eficacia das praticas da GRH, dado o seu
papel preponderante na edificagio de ambientes de trabalho justos e
estimulantes.

A gestao eficaz desta transi¢ao tecnoldgica impde a GRH uma visao holistica
que contemple simultaneamente as potencialidades da IA e os riscos éticos,
sociais e psicologicos. Na literatura € valorizada uma simbiose equilibrada entre
os humanos e a maquina, centrada na valorizagdo do bem-estar dos
trabalhadores nos processos de implementacao tecnoldgica (Kshetri, 2021).
Apesar das vantagens associadas a IA, como o aumento da eficiéncia,
produtividade e precisao na tomada de decisoes (Ferrar & Green, 2021; Kshetri,
2021), persistem riscos significativos. Estima-se que 3 a 14% da forca de trabalho
possa experienciar consequéncias adversas, como o aumento do stress e/ou a

percecao de inseguranca laboral associada a potencial obsolescéncia funcional
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(Mckinsey & Company, 2017). Neste cenario, torna-se imperativo que a GRH
promova estratégias de requalificacao e desenvolvimento de competéncias que
garantam o bem-estar dos trabalhadores e os prepare para um contexto laboral
volatil e em permanente reconfiguracao.

A responsabilidade de garantir um futuro que assegure o bem-estar dos
trabalhadores nao se circunscreve ao dominio interno das organizagoes. A nivel
politico e legislativo, a Uniao Europeia (UE) tem vindo a destacar-se na criagao
de mecanismos regulatdrios que visam proteger o bem-estar dos trabalhadores
face a crescente implementagao de sistemas inteligentes. Estas diretivas refletem
uma preocupagao com a justica laboral e um compromisso ético mais alargado
com o futuro da cidadania digital e do trabalho digno. A aplicagao pratica destas
politicas exige que a GRH atue de forma proativa, assegurando a articulagao
eficaz entre as exigéncias laborais e as praticas internas, assumindo-se como um
agente estratégico na construcao de ambientes de trabalho resilientes e centrados
no ser humano. Neste cenario, a GRH atua como catalisador da mudanca,
fomentando ambientes corporativos onde o individuo € valorizado na sua
plenitude (Ulrich, 1997).

Esta dissertacdo propode-se investigar as intervengdes adotadas pelos
profissionais da GRH na promogao do bem-estar dos trabalhadores num
contexto organizacional pautado pela crescente integracao da IA. O papel da
GRH é determinante na mediacao entre inovagao tecnologica e bem-estar laboral,
dado o seu potencial enquanto promotor de mudanca e de cultura organizacional
humanista. Neste enquadramento, este trabalho tem como proposito dar
resposta a questao de investigacdao: “Qual o papel da Gestao de Recursos
Humanos na gestao da influéncia da Inteligéncia Artificial no bem-estar dos
trabalhadores?”. Para concretizar esta finalidade foi utilizada como abordagem
metodoldgica a meta-analise qualitativa (MAQ), por permitir consolidar

criticamente o conhecimento existente sobre a tematica.
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A estrutura deste trabalho é constituida por uma primeira seccao que
apresenta o enquadramento tedrico, na qual é efetuada uma revisao dos
conhecimentos sobre a IA, o bem-estar, o enquadramento legal, o efeito da IA no
bem-estar dos trabalhadores e o papel da GRH como mediador entre estes
dominios. A segunda seccao descreve o procedimento metodoldgico,
explicitando a realizagao da MAQ e o processo de analise de contetido. Na
terceira secgao sao apresentados e interpretados os principais resultados, visando
responder a questao de investigacao. Por fim, destacam-se as principais

conclusdes da pesquisa, as suas limitagOes e sugestoes para futuras investigagoes.
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1. Enquadramento Tedrico

Esta seccdo visa apresentar o estado da arte sobre o papel da funcao da GRH
na gestao da influéncia da IA no bem-estar dos trabalhadores. Encontra-se
dividida em quatro partes, destinadas a caracterizar: o conceito da IA; o conceito
de bem-estar dos trabalhadores; a influéncia da IA no bem-estar dos
trabalhadores e respetivo enquadramento legal da UE; e o papel da GRH na
gestao da influéncia da IA no bem-estar dos trabalhadores. Esta sec¢ao culmina
com uma sintese integrativa que funciona como referencial para a realizacao da

analise na sec¢ao subsequente.

1.1. Inteligéncia Artificial

A crenga inabalavel na superioridade intelectual do ser humano ecoa desde
os primordios civilizacionais, cuja procura pelo conhecimento se debate perante
a complexidade da mente humana, a procura daquilo que os caracteriza
enquanto espécie: a consciéncia e a inteligéncia (Kaufman, 2018), isto ¢, a
capacidade de pensar. Neste sentido, a incessante procura por solugoes
inovadoras culminou no desenvolvimento da IA. Caracteriza-se por ser “um
ramo da ciéncia da computagao que permite a maquina imitar a inteligéncia
humana” (Abonamah et al., 2021, p. 1) e “realizar operagoes que normalmente
requerem o intelecto humano, tais como o reconhecimento da fala, a
compreensao da linguagem natural e a tomada de decisdes” (Soori et al., 2023, p.
54). Procura imitar capacidades do ser humano — reter informacao e aprimorar a
sua capacidade cognitiva —, porém sem ser suscetivel a perdas de memodria,
sobrecarga de informacao, privacao do sono ou distragoes. Atualmente, a IA
manifesta-se predominantemente sob a forma de IA Estreita!, que, embora

demonstre um progresso notavel, o conhecimento adquirido nao é transferivel

! Tradugio do inglés: ‘Artificial Narrow Inteligence’. Destaca-se pelo desenvolvimento de algoritmos
projetados para a execugdo de tarefas especificas em tempo real (conduzir um automovel), e possui a
capacidade de aprendizagem continua o que permite aprimorar o seu desempenho e tornar-se especialista
na execugao da tarefa para a qual foi programada (Abonamabh et al., 2021; Sarmah, 2019).
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para outros dominios, limitando a sua versatilidade (Abonamah et al., 2021;
Sarmah, 2019). Todavia, representa o impulso para o desenvolvimento de
sistemas de IA mais autonomos e eficientes.

A evolugao digital arquitetou os alicerces para um futuro de
coexisténcia/colaboragao entre o ser humano e a tecnologia. A promessa da
Indtstria 5.0 fortalece esta aspiracao, pois desafia a humanidade a transcender
os limites da automacgao e ingressar num universo de possibilidades ilimitadas,
representando a simbiose de trés elementos: centralidade no ser humano,
sustentabilidade e resiliéncia. Assim, destaca-se um aspeto singular: a tecnologia
deve encontrar-se ao servigo do ser humano adaptando-se as suas necessidades
(European Commission, 2021). A IA emerge como a principal tendéncia do
século XXI destacando-se pela particularidade operacional dos seus modelos. A
integracao de tecnologias avancadas como o Machine Learning?, o Deep Learning®
e a IA Generativa* (IAG) procura fomentar um ambiente de trabalho mais seguro,
eficiente e colaborativo (Borboni et al., 2023).

A TA divide-se em trés categorias principais: gestao algoritmica, IA emocional
e robots alimentados pela IA. A gestao algoritmica depende da utilizagao de
técnicas de recolha e vigilancia de dados para permitir a tomada de decisdes em
tempo real, visando otimizar processos e praticas inerentes a GRH. A IA
emocional analisa e interpreta sinais emocionais/comportamentais dos
trabalhadores para avaliar o seu envolvimento na organizacao (Lechardoy et al.,

2023). Por fim, os robots alimentados pela IA (robots colaborativos — cobots) sao

2 um subcampo da Inteligéncia Artificial cujas técnicas permitem a maquina identificar padrdes, prever
decisdes e aprimorar o seu desempenho, em tarefas especificas, tendo por base a andlise de dados
(algoritmos) da experiéncia acumulada (Abonamabh et al., 2021; Borboni et al., 2023).

3 E um subcampo do Machine Learning que permite a computagio de redes neurais artificiais multicamadas,
inspiradas na estrutura e funcionamento do cérebro/intelecto humano, que possibilitam que a maquina
aprenda com autonomia sem necessidade de intervencao humana (Abonamah et al., 2021; Borboni et al.,
2023).

* E um subcampo do Deep Learning que possibilita a interpretagio/criagio de diversos formatos de contetido,
desde textos e imagens até sistemas de codigos, simulagdes, dudios e videos (McKinsey & Company, 2024).
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dotados de autonomia e sensores inteligentes capazes de aprender com a
experiéncia e ajustar o seu comportamento (Borboni et al., 2023; Chutima, 2023).
Atuam como parceiros dos trabalhadores, com o objetivo de os libertar para
tarefas mais criativas e aumentar a eficiéncia, perspetivando-se um futuro de
prospecao conjunta.

A introdug¢do de modelos generativos, como o ChatGPT, em 2022,
revolucionou a area da IAG ao demonstrar a sua capacidade em produzir
conteudo complexo e humanoide. Apesar da IAG ser associada a beneficios
(aumento da eficiéncia; produtividade) surgem questdes cruciais sobre o seu
efeito no bem-estar dos trabalhadores (McKinsey & Company, 2024). Numa
sociedade cada vez mais orientada para a sustentabilidade em varios dominios,
a consideracdo ética é crucial para garantir que estes sistemas sejam utilizados
com responsabilidade e transparéncia. E crucial reavaliar as estratégias de gestao,
formacao e implementagao. Assim poderao evitar-se resultados indesejados que

comprometam o bem-estar dos trabalhadores.

1.2. Bem-estar dos trabalhadores

A implementacao da IA intensifica o interesse pelo bem-estar que, antes visto

como um beneficio adicional, tornou-se num fator estratégico no mundo

s

empresarial. E um conceito amplamente reconhecido, porém ambiguo, sendo

complexo defini-lo.
O bem-estar é um estado positivo vivido pelos individuos e sociedades. Tal como
asaude, é um recurso para a vida quotidiana, determinado pelas condi¢des sociais,
econdmicas e ambientais. Abrange a qualidade de vida e a capacidade das pessoas
e das sociedades contribuirem para o mundo com significado e propdsito. (...)
apoia o acompanhamento da distribuigao equitativa dos recursos, da prosperidade
geral e da sustentabilidade. O bem-estar de uma sociedade pode ser determinado
pela medida em que esta ¢é resiliente, desenvolve a capacidade de acdo e esta

preparada para transcender desafios (World Health Organization, 2021, p.10).
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A presenca deste estado emocional ultrapassa a mera auséncia do sofrimento
e impulsiona a prosperidade, refletindo a evolugao da sociedade na procura de
uma melhor qualidade de vida onde haja bem-estar.

Siqueira e Padovam (2008) sugerem que a defini¢ao de bem-estar pode ser
sustentada por trés pilares: satisfacio no trabalho (satisfagdo com colegas,
chefias, natureza do trabalho, saldrio e oportunidade de -crescimento),
envolvimento com o trabalho (identificacao com o trabalho, motivacao intrinseca
e tarefas com propdsito) e comprometimento organizacional afetivo (conexao
emocional com a organizagao/objetivos). A presenca destes indicadores contribui
para a prevencao do stress, burnout e absenteismo, que resulta em trabalhadores
mais motivados e baixos niveis de exaustao emocional (Ordem dos Psicélogos,
2021). O bem-estar ¢ um fator essencial para ambas as partes, pois afeta
diretamente o sucesso organizacional e evita a desvinculagao com a mesma.

O interesse pela sua investigagao intensifica-se a medida que o local de
trabalho se transforma e as organizagdes sao percecionadas como lugares que
podem afetar o bem-estar dos trabalhadores. E um construto multidimensional,
com destaque para o bem-estar no trabalho, influenciado pelo bem-estar
subjetivo, psicoldgico e social.

Depreende-se que o bem-estar dos trabalhadores resulta da jungao de
diversos fatores. O bem-estar subjetivo, de natureza hedonica, é moldado pelo
contexto social, objetivos, necessidades e crengas individuais, tendo por base
duas dimensdes: emocional (felicidade) e cognitiva (satisfacao) (Bradburn, 1969,
cit. em Ryff & Keyes, 1995). Por sua vez, o bem-estar psicoldgico, de carater
eudemonico, analisa as capacidades e recursos emocionais do individuo para
enfrentar desafios, considerando o modelo de seis dimensoes de Ryff e Keyes
(1995): autoaceitagdao, relacionamentos positivos, autonomia, dominio do
ambiente, proposito de vida e crescimento pessoal. Wright e Cropanzano (2000)
demonstram que o bem-estar psicoldgico influencia positivamente o

desempenho no trabalho, constituindo um processo continuo e adaptado as
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caracteristicas/necessidades individuais, além da felicidade momentanea. Por
fim, o bem-estar social afeta o estado emocional anterior e, segundo Keyes (1998),
assenta em cinco dimensdes sociais: integragao, contributo, coeréncia,
atualizacao e aceitagao. A simbiose destas dimensoes revela trabalhadores com
maior capacidade para se relacionarem, aprenderem, produzirem e darem aso a
criatividade.

As organizagOes reconhecem cada vez mais o valor estratégico do seu capital
humano e procuram ajustar as suas praticas para um futuro mais equitativo,

prospero e sustentavel.

1.3. A influéncia da Inteligéncia Artificial no bem-estar dos

trabalhadores

A valorizagao do bem-estar € um dos principios norteadores das sociedades
contemporaneas, o que suscita momentos reflexivos relativamente a
complementaridade tecnoldgica ser, ou nao, um bem uniforme (Davenport &
Ronaki, 2018; Ruggeri et al., 2020; Zirar et al., 2023). Varios estudos sustentam
que ao libertar os trabalhadores das tarefas rotineiras, a IA pode permitir que se
dediquem a atividades que exijam competéncias cognitivas complexas, como o
pensamento criativo e a resolugao de problemas (Zirar et al., 2023). Além disso,
os algoritmos podem personalizar o trabalho e otimizar a distribui¢ao de tarefas,
tendo por base as competéncias individuais, e promover ambientes de trabalho
mais seguros e ergonomicos. Também facilita o acesso a novas oportunidades de
trabalho através de plataformas digitais e aumenta a flexibilidade com a qual os
trabalhadores operam (Lechardoy et al., 2023).

Apesar dos beneficios, a integracao da IA apresenta riscos significativos,
categorizados em trés grandes dreas: a desumanizagao do trabalho, a perda de
proposito e o aumento da inseguranga no emprego (Zirar et al., 2023). A
desumanizacao do trabalho ocorre quando a automacao reduz a interagao

humana, o que pode desencadear emogOes negativas como a alienagao e o
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isolamento social, pelos trabalhadores percecionarem as suas fungdes como
mecanicas (Maslow, 1943). A inseguranga no emprego e a perda de proposito
surgem quando o trabalhador sente que as suas competéncias tradicionais se
tornam obsoletas. A volatilidade no contexto laboral e a constante necessidade
de adaptacdo a novas tecnologias podem aumentar a vulnerabilidade dos
trabalhadores menos qualificados, gerar dependéncia tecnoldgica e contribuir
para sintomas como a ansiedade e depressao (Frey & Osborne, 2017; Koren &
Klamma, 2018; Lechardoy et al., 2023; Richards, 2017; Zirar et al., 2023). Ademais,
os desafios éticos, como a discriminac¢ao algoritmica, podem afetar grupos
minoritarios e gerar preocupacodes sobre justica e equidade laboral (Lechardoy et
al.,, 2023).

A redistribuicdo de tarefas e o desenvolvimento de novas competéncias
surgem como um desafio crucial para garantir a adaptacao dos trabalhadores a
nova realidade laboral. A implementacao da IA gera necessidades diferentes,
combinando as competéncias técnicas (programacao e andlise de dados),
humanas (comunicacdo, empatia e adaptabilidade) e conceptuais (inovagao e
estratégia). E um cendrio que aumenta a desconfianca dos trabalhadores, que
tendem a ampliar os maleficios que possam advir dessa novidade tecnoldgica,
tal como, o receio de serem alvos de sistemas que os espie e/ou comunique aos
seus superiores (Zirar et al., 2023). Embora a simplificacdo de métodos de
trabalho seja vantajosa, a descomplicagao excessiva das responsabilidades pode
prejudicar o desenvolvimento das capacidades cognitivas, tais como a resolugao
de problemas e a criatividade (Zirar et al., 2023). Ainda que a visdo otimista sobre
a integracao da IA nas organizagdes seja predominante na literatura, as
evidéncias empiricas aqui apresentadas contrastam com essa Vvisao,
demonstrando a complexidade inerente as relagdes humano-maquina.

Em suma, este panorama demonstra que, mesmo que a automagao industrial
promova a eficiéncia e a produtividade, o custo desse resultado pode revelar-se

prejudicial para o bem-estar dos trabalhadores. Assim, de modo a salvaguarda-
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los, sao necessarias politicas publicas e estratégias que os amparem durante esta
fase de transicao tecnoldgica, garantindo a protecao dos seus direitos e a
requalificacao profissional.

1.3.1. Enquadramento legal da Unido Europeia

A preocupagao com a responsabilidade social e ética dos sistemas de IA tem
evoluido significativamente, tornando-se num ativo estratégico. Apesar do seu
potencial em gerar beneficios para a sociedade, pode desencadear resultados
indesejaveis no bem-estar dos trabalhadores, tais como a diminui¢ao do
emprego, discriminagdo, ameacga a seguranca digital e atrofia de competéncias
humanas (Brundage et al., 2018; Powers & Ganascia, 2020). Uma utilizagao
responsavel dessa tecnologia requer a consciencializacao desses riscos e a
consideragao dos seguintes conceitos: responsabiliza¢ao; transparéncia e
explicabilidade; justica; e ética (AMA, 2022). A regulamentacao da IA emerge
como um desafio global que exige uma abordagem equilibrada entre a inovagao
tecnoldgica e a protegcao do bem-estar dos trabalhadores.

Proposto pela Comissdao Europeia, em abril de 2021, e aprovado em maio de
2024, o ‘Regulamento Inteligéncia Artificial’ representa o primeiro quadro
juridico abrangente sobre a IA a nivel mundial, colocando a Europa como lider
neste dominio (Comissao Europeia, 2021). Visa conciliar o progresso da IA com
a protecao dos direitos fundamentais, da democracia, do Estado de direito e da
sustentabilidade ambiental (Parlamento Europeu, 2024). Para tal, classifica em
quatro niveis os riscos associados a utilizagdes especificas da IA: risco minimo
(videojogos), risco limitado (chatbots), risco elevado (recrutamento) e risco
inaceitavel (recolha de dados biométricos) (Comissao Europeia, 2024). Neste
sentido, a legislacao da UE visa contribuir significativamente para a reducao da
inseguranca dos trabalhadores, complementando os esforcos singulares das
nagoes e organizagoes. Alinhada com o compromisso da UE, a ‘Estratégia

Nacional de Inteligéncia Artificial’ em Portugal (INCoDe.2030, 2023) visa
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fortalecer o posicionamento e a competitividade do pais no cendrio europeu, ao
mesmo tempo que promove o conhecimento, a qualificagdo e as competéncias da
populacdo. Os beneficios da IA devem priorizar a humanidade, seguida pelo
Estado e, por fim, pelas organizagdes (AMA, 2022), de modo a assegurar que os
beneficios universais superem os interesses organizacionais.

Em sintese, a procura pelo equilibrio é fundamental para que a IA seja um
catalisador de progresso social e nao um agente de exclusdo e precarizagao. A
GRH assume uma postura determinante, visto que, ao exercer as suas funcoes
com diligéncia, desafiar os pressupostos de determinismos tecnoldgicos e
assegurar o correto cumprimento da legislagao, pode proteger o bem-estar dos

trabalhadores.

1.4. O papel dos Recursos Humanos na gestio da influéncia da

Inteligéncia Artificial no bem-estar dos trabalhadores

A revolucao digital tem permeado todos os aspetos da sociedade
contemporanea e a GRH nado é excecao. Representa uma das artérias
organizacionais mais relevantes, atuando como elo entre a organizagao e os
trabalhadores, especialmente durante processos de mudanga. A adogdao de
ferramentas impulsionadas pela IA prevé que a funcdo GRH transcenda a
administra¢ao burocratica para uma abordagem mais estratégica, agil e orientada
para o desenvolvimento humano (Aguinis et al. 2024; Stone et al., 2024).

A transformacao digital esta a redefinir a forma como as organizacoes atraem,
desenvolvem e retém talentos. No recrutamento e selecao, a A automatiza
tarefas repetitivas (triagem de curriculos e agendamento de entrevistas), melhora
a correspondéncia entre candidatos e vagas e facilita a interagao inicial através
de chatbots (Stone & Lukaszewski, 2024). Na gestao de desempenho a IA analisa
dados e padroes para identificar areas de melhoria e apoiar decisdes corretivas e

formativas (Stone et al., 2024; Varma et al., 2024). Por fim, a IA personaliza os
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planos de remuneracdo e beneficios, alinhando-os as necessidades/expetativas
dos trabalhadores para reter talentos-chave (Marler, 2024).

A aplicacao de tecnologias avangadas tem suscitado debates sobre a sua ética,
particularmente no que concerne ao preconceito, privacidade, transparéncia e
inteligéncia emocional. As ferramentas tecnoldgicas podem replicar preconceitos
presentes nas bases de dados e perpetuar praticas discriminatorias (Andrieux et
al., 2024). Acrescem ainda riscos de invasdao de privacidade e falta de
transparéncia nas decisdes, que podem ser percecionadas como arbitrarias ou
injustas (Stone & Lukaszewski, 2024). Adicionalmente, a auséncia de inteligéncia
emocional da IA pode tornar as interagdes impessoais, sobretudo em decisoes
delicadas, como a comunicacdo de rejeicaio da candidatura ou avaliagdo de
desempenho (Andrieux et al, 2024). A GRH deve valorizar a dimensao
emocional da forca de trabalho e reconhecer a influéncia bidirecional entre a
organizagao e o bem-estar dos trabalhadores que, por sua vez, afeta os resultados
organizacionais (Borthakur & Das, 2023; Martins et al., 2019; Zirar et al., 2023). A
IA deve ser utilizada como auxilio, visto que, o seu potencial depende de
profissionais qualificados capazes de a interpretar e integrar com eficacia,
evitando decisdes baseadas em dados enviesados ou incompletos. Ainda que
uma maquina seja programada para analisar emogoes, ¢ desprovida de
sentimentos e, por isso, nao consegue ser verdadeiramente empatica ou ética
(Aguinis et al., 2024).

A construcao de um futuro organizacional sustentavel requer que a GRH
equilibre a eficiéncia organizacional e o bem-estar dos trabalhadores. Assim,
estimular uma cultura baseada em valores como o respeito, a cooperagao e a
confianga atua como um amortecedor emocional que reduz o stress, a ansiedade
e a incerteza (Zirar et al., 2023). Isso permite que os trabalhadores sejam mais
recetivos as novas exigéncias e comprometidos com o sucesso organizacional

(Jiang & Probst, 2015; Sparks et al., 2001).
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A aprendizagem integrada no trabalho facilita uma coexisténcia eficiente com
aIA e promove a versatilidade necessdria para o sucesso (Rampersad, 2020; Zirar
et al.,, 2023). A GRH deve investir continuamente em programas de formacao
personalizados, especialmente para trabalhadores mais vulneraveis, como os de
geragoes mais antigas ou menos qualificados (Brown & Bimrose, 2018; Edwards,
1997; Zirar et al., 2023). Nesse contexto, o Forum Econdémico Mundial elenca
quinze competéncias cruciais para os trabalhadores, agrupadas em quatro
dimensodes: resolugdo de problemas, inteligéncia emocional, proficiéncia
tecnoldgica e autogestao (World Economic Forum, 2020). Ao incorporar
estratégias de aprendizagem relevantes para o contexto real do trabalho, a GRH
contribui para uma adaptagdo mais eficiente, garantindo que nenhum
trabalhador seja negligenciado.

Em suma, a integragao da IA podera significar uma ameaca para o bem-estar
dos trabalhadores caso seja mal implementada, gerida ou utilizada. A
coexisténcia entre o ser humano e as maquinas desencadeia uma dinamica de
aprendizagem ciclica, dado que a IA ira continuar a aprimorar as suas
capacidades, o que implica que os trabalhadores desenvolvam competéncias
cada vez mais estratégicas e especificas para conseguirem acompanhar a
evolucao tecnoldgica. Quando existem trabalhadores felizes, num ambiente
desenvolvido, promovem resultados organizacionais positivos e potenciam uma
sociedade desenvolvida, assegurando a harmonia. O papel da GRH é elementar
na medida em que consiga preparar a forga de trabalho para que, em conjunto
com a IA, sejam efetivamente parceiros e beneficiem da produtividade,
criatividade e liberdade que a IA implica. Esta andlise assume pertinente o
desenvolvimento da questao de investigacdo “Qual o papel da Gestao de
Recursos Humanos na gestao da influéncia da Inteligéncia Artificial no bem-estar
dos trabalhadores?”, procedendo-se na seguinte seccao a descricao do
procedimento metodoldgico da MAQ utilizado para a recolha e analise da

informacao.
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De modo a organizar a informagao explorada neste ‘Enquadramento
Teorico’, apresenta-se uma sintese integrativa que funciona como referencial
para a apresentacao e interpretacdo de resultados da andlise de contetido dos
textos selecionados.

Tabela 1: Sintese Integrativa da Sec¢ao 1

Inteligéncia - “ramo da ciéncia da computacao que permite a maquina imitar a inte]jgéﬂcia
. humana” (Abonamah etal., 2021, p. 1) e “realizar operacdes que normalmente
Artificial requerem o© intelecto humano, tais como o reconhecimento da fala, a
compreensao da linguagem natural e a tomada de decisdes” (Soori etal., 2023,

p.54).

- Atualmente, a TA manifesta-se predominantemente sob a forma de 1A
Estreita, que, embora demonstre um progresso notavel, o conhecimento
adquiride ndo € transferfivel para outros dominios, limitande a sua
versatilidade (Abonamah et al., 2021, Sarmah, 2019).

- A evolugao digital arquitetou os alicerces para um futuro de
coexisténcia/ colaboracdo entre o ser humano e a tecnologia. A promessa da
Industria 5.0 fortalece esta aspiracdo (...) representando a simbiose de trés
elementos: centralidade no ser humano, sustentabilidade e resiliéncia
(European Comission).

- A TA emerge como a prindpal tendéncia do século XXI destacando-se pela
singularidade operacional dos seus modelos. A integracdo de tecnologias
avangadas como o Machine Learning, o Deecp Learning e a LA Generativa
procura fomentar um ambiente de trabalho mais seguro, eficiente e
colaborativo (Borboni et al., 2022).

- A TA divide-se em trés categorias principais: gestao algoritmica, TA
emocional e robots alimentados pela IA (Lechardoy et al., 2023).

- A introducdo de modelos generativos, como o ChatGPT, em 2022,
revolucionou a area da TAG ao demonstrar a sua capaddade em produzir
contetido complexo e humanoide (McKinsey & Company, 2024).

Bem-estar do - “O bem-estar € um estado positive vivido pelos individuos e sociedade.
Abrange a qualidade de vida e a capacidade das pessoas e das sociedades
Trabalhador contribuirem para o mundo com significado e proposito” (World Health

Organization, 2021, p. 10).

- Siqueira e Padovam (2008) sugerem que a definicio de bem-estar pode ser
sustentada por trés pilares: satisfacio no trabalho, envolvimento com o
trabalho e comprometimento organizacional atetivo.

- A presenca destes indicadores contribui para a prevencao do stress, burnout
e absentelsmo, que resulta em trabalhadores mais motivados, com melhor
desempenho e baixos niveis de exaustio emocional (Ordem dos Psicdlogos,
2021).

- E um construto multidimensional, com destaque para o bem-estar no
trabalho, influenciado pelo bem-estar subjetivo, psicologico e social.

- O bem-estar subjetivo € moldado pelo contexto social, objetivos,
necessidades e crencas individuais, tendo por base duas dimensoes:
emocional (telicidade) e cognitiva (satistagio) (Bradburn, 1969, cit. em Ryt &
Keyes, 1995).

- O bem-estar psicologico analisa as capacidades e recursos emocionais do
individuo para enirentar desafios. Wright e Cropanzano (2000)
demonstraram que o bem-estar psicolégico influencia positivamente o
desempenho no trabalho, constituindo um processo continuo e adaptado as
caracteristicas / necessidades individuais, além da felicidade momentanea.

- O bem-estar social afteta o estado emocional anterior e, segundo Keyes
(1998), assenta em cinco dimensdes sociais: integragao, contributo, coeréncia,
atualizacdo e aceitagdo.

- A simbiose destas dimensdes revela trabalhadores com maior capacidade
para se relacionarem, aprenderem, produzirem e darem aso a criatividade.

A Influéncia da - A crescente adogao da IA nas organizacoes exige uma retlexao sobre as suas
implicacdes no bem-estar dos trabalhadores.

Inteligéncia

e . - Varios estudos sustentam que tarefas relacionadas com a analise de dados,

Artificial no bem- controlo de equipamentos, operacdes repetitivas ou fisicamente exigentes, so

particularmente vulneraveis a automatizagdo. Ao libertar os trabalhadores

das tarefas rotineiras, a IA pode permitir que se dediquem a atividades que
exijam competéndas cognitivas complexas, como o pensamento criativo,

teabalhasdones dialogos complexos e a rgsoluge'lo de problemas (Zirar et al., 2023).

estar dos

- Apesar dos beneficios, a integracio da TA apresenta riscos significativos,
categorizados em trés grandes areas: a desumanizacio do trabalho, a perda
de proposito e 0 aumento da inseguranca no emprego (Zirar et al., 2023).

- A volatilidade no contexto laboral e a constante necessidade de adaptacao a
novas tecnologias podem aumentar a vulnerabilidade dos trabalhadores
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Enquadramento
legal da Unido
Europeia

menos qualificados, C§era.r dependencia tecnologica e contribuir para sintomas
como a ansiedade e depressao (Frey & Osborne, 2017; Koren & Klamma, 2018;
Lechardoy et al., 2023; Richards, 2017; Zirar et al., 2023).

- A implementacao da TA gera necessidades diferentes, combinando as
competéncias técnicas (programacdo; andlise de dados) humanas
(comunicagao; empatia; adaptabilidade) e conceptuais (inovagao, estratégias)
(Zirar et al., 2023).

- Apesar do seu potencial em gerar beneficios para a sociedade, a IA pode
desencadear resultados indesejaveis no bem-estar dos trabalhadores, tais
como a diminuicdo do emprego, discriminacao, ameaca a seguranca digital e
atrofia de competéncias humanas (Brundage et al., 2015; Powers & Ganascia,
2020).

- Uma utilizagio responsavel dessa tecnologia requer a consciencializagao
desses riscos e a consideragao dos seguintes conceitos: responsabilizacao,
transparéncia e explicabilidade, justica e ética (AMA, 2022).

- Proposto pela Comissao Europeia em abril de 2021, e aprovado em maio de
2024, o ‘Regulamento Inteligénda Artificial’ representa o primeiro quadro
juridico abrangente sobre a IA a nivel mundial, colocando a Europa como
lider neste dominio. Visa condliar o progresso da TA com a protecio dos
direitos fundamentais, da democracia, do FEstado de direito e da
sustentabilidade ambiental (Parlamento Europeu, 2024).

- Os beneficios da IA devem priorizar a humanidade, seguida pelo Estado e,
por fim, pelas organizacbes (AMA, 2022), de modo a assegurar que os
beneticios universais superam os interesses organizacionais.

Papel dos Recursos
Humanos na gestao
dainfluéncia da
Inteligéncia
Artificial no bem-
estar dos
trabalhadores

- A revolucao digital tem permeado todos os aspetos da sociedade
contempordanea e a GRH ndo € excecdo. Representa uma das artérias
orq)anizacionais mais relevantes, atuando como elo entre a organizacio e os
trabalhadores, especialmente durante processos de mudanca. A adocao de
ferramentas impulsionadas pela TAG, como o ChatGPT, prevé que a funcio
GRH transcenda a administracdo burocratica para uma abordagem mais
estratégica, agil e orientada para o desenvolvimento humano (Aguinis et al.
2024; Stone et al., 2024).

- No recrutamento e selecdo, a IA automatiza tarefas repetitivas (triagem de
curriculos e agendamento de entrevistas), melhora a correspondéncia entre
candidatos e vagas e facilita a interacdo inicial através de chatbots (Stone &
Lukaszewski, 2024).

-Na gestao de desempenho a IA analisadadose padrées para identificar dreas
de melhoria e apoiar decisbes corretivas e formativas (Stone et al., 2024;
Varma et al., 2024).

- Por fim, alA personaliza os planos de remuneracio e beneficios, alinhando-
os as necessidades e expetativas dos trabalhadores para reter talentos-chave
(Marler, 2024).

- A aplicacao de teanologias avancadas tem suscitado debates sobre a sua
ética, particularmente, no que concerne ao preconceito, privacidade,
transparéncia e inteligéncia emocional (Andrieux et al., 2024).

- A GRH deve valorizar a dimensdo emocional da forca de trabalho e
reconhecer a influéncia bidirecional entre a organizacio e o bem-estar dos
trabalhadores que, por sua vez, afeta os resultados organizacionais
(Borthakur & Das, 2023; Martins et al., 2019; Zirar et al., 2023).

- A construcao de um futuro organizacional sustentavel requer que a GRH
equilibre a eficiéncia organizacional e o bem-estar dos trabalhadores.
Estimular uma cultura baseada em valores como o respeito, a cooperacace a
confianca, atua como um amortecedor emocional que reduz o stress, a
ansiedade e a incerteza (Zirar et al., 2023).

- A GRH deve investir continuamente em programas de formacao
personalizados, especialmente para trabalhadores mais vulneraveis, como os
de geracdes mais antigas ou menos qualificados (Brown & Bimrose, 2015;
Edwards, 1997; Zirar et al., 2023).

- O Forum Economico Mundial elenca quinze competéncias cruciais para os
trabalhadores, agrupadas em quatro dimensdes: resolucdo de problemas,
inteligéncia emocional, proficiéncia tecnologica e autogestio (World
Economic Forum, 2020).
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2. Metodologia

A presente investigagao adotou como abordagem metodologica a MAQ, que
analisa e sintetiza estudos primadrios publicados, tendo por base critérios
metodoldgicos rigorosos. Esta técnica, centrada na utilizacdo de dados
secundarios, visa identificar tendéncias metodoldgicas, clarificar inconsisténcias
presentes na literatura, fomentar o desenvolvimento do conhecimento e sugerir
linhas futuras de investigacao (APA, 2020 a). A selecao desta metodologia
justifica-se pelo seu potencial em aprofundar questoes relevantes para o campo
da GRH, particularmente num contexto de inovacdo tecnologica acelerada,
permitindo uma analise critica e comparativa da produgao cientifica recente
(Petticrew & Roberts, 2008; Pindek et al.,, 2017). Assim, considerando estes
fatores, destaca-se como o procedimento adequado a utilizar nesta pesquisa, o
que justifica a sua escolha.

2.1. Questao de investigacao

A formulacgao da questao de investigacao constitui o pilar sobre o qual se
constroi uma meta-analise, visto que, além de permitir iniciar o processo,
também o direciona e delimita. A questao deve estar alinhada com o objetivo do
estudo, garantindo a consisténcia necessdria para a operacionalizagao dos
construtos e dos parametros nos quais a pesquisa ira incidir (Swift & Wampold,
2018). Dado que este estudo tem como propdsito investigar qual o papel da GRH
face aos novos desafios que advém da integracao da IA nas organizagoOes,
justifica-se a questdo de investigacao: “Qual o papel da Gestao de Recursos
Humanos na gestao da influéncia da Inteligéncia Artificial no bem-estar dos
trabalhadores?”. A meta-andlise vai permitir responder a esta questdo através da
analise critica dos artigos selecionados.

2.2. Procedimento metodolégico

A MAQ envolve duas dimensoes: agregativa (sintese dos dados recolhidos,

identificando divergéncias e ambiguidades); e a comunica¢ao do conhecimento
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adquirido (descobertas, resultados e conclusdes), que emerge da sintese e
interpretacdo dos estudos primarios revistos. Assim, de modo a garantir a
qualidade e a fiabilidade de todo o processo, fortalecendo a transparéncia e
orientagao da pesquisa para um estudo consistente e bem estruturado, € crucial
caracterizar o protocolo de investigacao (APA, 2020 b). Este visa garantir que
todas as fases do protocolo sejam rigorosamente respeitadas, desde a sele¢ao
criteriosa de dados que se alinham com a questao de investigacao e os objetivos
do estudo, até a recolha de informacao contextual relevante e significativa para o
objetivo da pesquisa. A exposi¢ao coerente dos resultados, confrontando
evidéncias (APA, 2020 b), é fundamental para a validade e confiabilidade do
estudo. Segundo Levitt (2018), a integridade metodologica assenta em dois
componentes centrais: a fidelidade ao tema, assegurada pela existéncia de uma
amostra abrangente e adequada, pela transparéncia na recolha dos dados para
evitar enviesamentos dos autores e pela andlise rigorosa e fundamentada dos
dados recolhidos; e a sua utilidade para atingir os objetivos da pesquisa,
garantindo a contextualiza¢ao dos dados, a riqueza e relevancia informativa, bem
como a coeréncia e consisténcia entre os dados recolhidos e os resultados obtidos.
O protocolo da MAQ funciona como um guia que auxilia na sua realizagao e, por
isso, requer um procedimento cuidado e coeso.

2.3. Palavras-chave e expressao de pesquisa

Considerando a questao de investigacdo foram utilizadas as seguintes
palavras-chave: “Bem-estar”; “Recursos Humanos” e “Inteligéncia Artificial”.
Posteriormente, definiu-se a expressao de pesquisa, essencial para garantir
resultados relevantes e alinhados com o tema: (“Human Resources” OR HR OR
HRM) AND “Well-being” AND (“Artificial Intelligence” OR IA). A fim de
mapear a literatura cientifica, foram consultadas duas bases de dados: a

Platatorma EBSCO Discovery Service (base de dados de texto integral); e a Scopus
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(base de dados referencial). A combinagao destas bases de dados possibilitou
uma pesquisa abrangente sobre estudos pertinentes.

2.4. Critérios de inclusao e exclusao

A MAQ foi composta através dos critérios rigorosos de inclusao e exclusao,
garantindo a qualidade metodologica da revisao. Inicialmente, foram
considerados todos os campos de pesquisa e, definidos a priori como critérios de
inclusdo os artigos revistos por pares, publicados em lingua portuguesa, inglesa
ou espanhola, entre 01-01-2019 e 31-12-2023. Foram excluidos artigos nao revistos
por pares, artigos com texto integral indisponivel e artigos duplicados. Além
disso, foram descartados aqueles publicados fora do periodo temporal
estabelecido, redigidos em idiomas diferentes do portugués, inglés ou espanhol,
que nao se limitassem a UE e Reino Unido (ver pag. 38) ou que nao abordassem
de forma explicita o papel da GRH na gestao da influéncia da IA no bem-estar
dos trabalhadores.

2.5. Processo

A pesquisa foi realizada a 09 de agosto de 2024, entre as 10h e as 17h,
restringindo-se as bases de dados e aos assuntos. Apos a aplicagao da expressao
de pesquisa e dos critérios previamente definidos foram obtidos 429 artigos. Para
conferir a validade, transparéncia e fiabilidade da pesquisa em todas as fases da
construgao da amostra final, foi utilizado o instrumento Preferred Reporting Items
for Systematic Reviews and Meta-Analyses (PRISMA). O PRISMA (ver figura 1)
engloba uma checklist de 27 itens a incluir na pesquisa e um diagrama constituido
por quatro fases: identificagao, triagem, elegibilidade e inclusao. Assim, o leitor
consegue acompanhar todo o processo com rigor, desde a quantidade de artigos
identificados, em que bases de dados, quantos foram eliminados durante o

processo e, ainda, os motivos que justificaram a sua exclusao.
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Artigos removidos antes da triagem
Duplicados (n =13)

Artigos removidos por outros motivos
Resultados anteriores a 2019 que
apareceram incorretamente nos
resultados (n = 14)

Artigos excluidos pela inadequacao
do resumo
(n=2316)

Artigos inacessiveis para leitura do
texto integral
(n=6)

(n=60)

[ Artigos excluidos ]

ﬂ%rtigos excluidos por\

diversas razdes, como
incluirem estudos
realizados fora do
continente europeu e
ndo abordarem
diretamente o papel
da GRH na gestdo da
influéncia da IA no
bem-estar dos
trabalhadores (n = 60).
Detalhe na descrigdo

=] Artigos identificados através da
‘8,. pesquisa na base de dados
8 Business Source Complete (153);
= Psychology and Behavioural Sciences
= Collection (27);
c Scopus (249)
,% (n=429)
[
—
S
Artigos selecionados para leitura do
titulo e resumo
(n =402)
g
9]
=
; Artigos escolhidos para acesso a
leitura integral
Business Source Complete: 38;
Psychology and Behavioral Sciences
Collection: 4; Scopus: 44 (n = 86)
—
)
Artigos elegiveis para leitura do
texto integral
Business Source Complete: 38;
Psychology and Behavioral Sciences
) Collection: 4; Scopus: 38 (n = 80)
o
[}
o
:
o
Q
oy
=19)
v
E Artigos elegiveis para leitura do
texto integral
Business Source Complete: 6;
Psychology and Behavioral Sciences
Collection: 1; Scopus: 13 (n = 20)
—
)
lg Artigos incluidos na Meta-Analise
)] Qualitativa
_E Business Source Complete: 11;
% Psychology and Behavioral Sciences
E Collection: 1; Scopus: 18; Sugeridos
pelo orientador (3) (n = 23)
—

\do texto seguinte. /

Figura 1: Processo de selecdo dos artigos tendo como base o Diagrama PRISMA
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Na base de dados EBSCO Discovery Service, aplicou-se a expressao de
pesquisa e os cinco filtros identificados nos critérios de inclusao (analisado pelos
pares, 01-01-2019-31-12-2023, idioma portugués, inglés ou espanhol).
Adicionalmente, restringiu-se as bases de dados da area de psicologia e gestao:
Business Source Complete, Psychology and Behavioral Sciences Collection; e aos
assuntos que estavam diretamente relacionados com as palavras-chave
escolhidas (artificial intelligence, well-being, human resources departments, human
resources departments, human capital, human resource management), obtendo-se um
total de 180 resultados. Na base de dados Scopus, dada a impossibilidade de
delimitar a pesquisa as dreas em concreto, adotou-se uma logica de equivaléncia
e restringiu-se as categorias de gestao e psicologia: Business, Management and
Accounting e Psychology; e aos assuntos relacionados: Artificial Intelligence, Human
Resource Management, Well-being, Wellbeing, Well Being, Human Resource
Management, Artificial Intelligence (Al), Human Resources, HRM, HR Analytics,
alcancando-se um total de 249 resultados.

Ap0s a aplicagao dos critérios de inclusao e exclusao, procedeu-se a remocao
dos duplicados e a exclusao dos artigos anteriores a 2019 que, incorretamente,
surgiram nos resultados da pesquisa. Assim, obteve-se um total de 402 artigos,
dos quais foram removidos artigos cujo titulo ou resumo nao estavam
diretamente relacionados com a questao de investigacao ou com o objetivo do
estudo. Foram também excluidos artigos cuja area geografica nao se limitasse a
UE e Reino Unido, tais como: EUA, Africa do Sul, China ou India. Essa
delimitacdo geografica permite uma analise mais precisa e rigorosa, visto que as
questOes relacionadas ao bem-estar dos trabalhadores e a IA sdo amplamente
discutidas na regiao, que é pioneira nesta drea. Além disso, este contexto reflete
o enquadramento legal em vigor em Portugal, proporcionando relevancia
complementar a andlise. Adicionalmente, foram rejeitados textos que nao se
enquadravam nos conteudos considerados pertinentes para a questio de

investigacdo, bem como estudos que nao respeitavam os procedimentos
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habitualmente associados a MAQ. Excluiram-se igualmente artigos baseados
exclusivamente em metodologias quantitativas, de forma a assegurar a
consisténcia metodologica da amostra com o enquadramento epistemologico do
presente trabalho. Como resultado dessa triagem foram selecionados 80 artigos,
dos quais 6 nao estavam acessiveis.

Seguindo o processo de selecao baseado no Diagrama PRISMA, a etapa da
elegibilidade visou garantir que os artigos incluidos fossem relevantes para a
questao de investigacao. Apo0s a leitura integral dos 80 artigos restantes, 60 foram
excluidos por nao abordarem diretamente o tema proposto. A amostra final
resultou em 20 artigos, distribuidos da seguinte forma: 7 artigos na EBSCO
Discovery Service (6 — Business Source Complete; 1 — Psychology and Behavioral
Sciences Collection) e 13 artigos na Scopus. Adicionalmente, foram incluidos 3
artigos sugeridos pelo orientador elevando o total da amostra para 23 artigos.

2.6. Analise de contetido

A andlise de contetdo constitui o método central para a interpretagao
sistematica dos textos selecionados. Seguindo a estrutura cldssica proposta por
Bardin (1977), a andlise divide-se em trés fases: pré-andlise, exploragao do
material e tratamento de resultados. Na pré-analise procedeu-se a organizagao
dos documentos e a identificagao das ideias principais. A exploragao do material
envolveu um processo de descodificagdo e categorizacao de trés temas e
respetivos subtemas, com recurso a tabelas que permitiram sistematizar e
organizar a informacao. Na terceira fase, o processo de categorizacgao facilitou a
interpretacao dos dados permitindo uma resposta clara e objetiva a questao de
investigacao. Esta estrutura tematica constitui a base analitica que sustenta a
exposicao e a interpretagao critica dos resultados, assegurando coeréncia e
profundidade na articulagao das evidéncias empiricas. A tabela 2 sintetiza os
dados extraidos dos 23 artigos incluidos na amostra final, funcionando como

base estruturante para a secgao subsequente.
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Tabela 2: Identificacdo dos temas e subtemas dos artigos incluidos na MAQ

Tema Subtemas Artigos
Influéncia da  Redesenho do “Algorithms as work designers: How algorithmic management influences
IA no trabalho the design of jobs”
trabalho

“Emotional intelligence or artificial intelligence-an employee perspective”

“Impact of artificial intelligence on employees working in industry 4.0 led
organizations”

“Job attitudes and career behaviors relating to employees’' perceived
incorporation of artificial intelligence in the workplace: a career self-
management perspective”

“The impact of automation and artificial intelligence on worker well-being”

“Best friend or broken tool? Exploring the co-existence of humans and
artificial intelligence in the workplace ecosystem”

“Six Human-Centered Artificial Intelligence Grand Challenges”

Transformacao dos
processos de
desenvolvimento

“Algorithms as work designers: How algorithmic management influences
the design of jobs”

“Emotional intelligence or artificial intelligence-an employee perspective”
“A design framework to create Artificial Intelligence Coaches”

“Six Human-Centered Artificial Intelligence Grand Challenges”

Tecnofobiae
tecnofilia

“Basic human needs and robotization: How to make deployment of robots
worthwhile for everyone?”

“Impact of artificial intelligence on employees working in industry 4.0 led
organizations”

“Productive employment and decent work: The impact of Al adoption on
psychological contracts, job engagement and employee trust”

“Introducing artificial intelligence into a human resource function”

“Smart Tech is all Around us — Bridging Employee Vulnerability with
Organizational Advice Trust-Building”

EfeitodalA  Satisfacao no
no bem-estar  trabalho
dos
trabalhadores

“Algorithms as work designers: How algorithmic management influences
the design of jobs”

“Basic human needs and robotization: How to make deployment of robots
worthwhile for everyone?”

“Emotional intelligence or artificial intelligence-an employee perspective”

“The evolution of operators’ role in production: how Lean Manufacturing
and Industry 4.0 affect Job Enlargement and Job Enrichment”

“The impact of automation and artificial intelligence on worker well-being”

Enriquecimento do

“The Ethical Implications of Artificial Intelligence (AI) For Meaningful

trabalho Work”
“The evolution of operators’ role in production: how Lean Manufacturing
and Industry 4.0 affect Job Enlargement and Job Enrichment”

Tecnostress “Algorithms as work designers: How algorithmic management influences

the design of jobs”

“Impact of artificial intelligence on employees working in industry 4.0 led
organizations”
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“The evolution of operators’ role in production: how Lean Manufacturing
and Industry 4.0 affect Job Enlargement and Job Enrichment”

“Exploring the Impacts of Leadership Styles, Ethical Behavior, and
Organizational Identification on Workers’ Well-Being”

Inseguranca no

“Algorithms as work designers: How algorithmic management influences

trabalho the design of jobs”

“Basic human needs and robotization: How to make deployment of robots

worthwhile for everyone?”

“The impact of automation and artificial intelligence on worker well-being”
Sofrimento “Impact of artificial intelligence on employees working in industry 4.0 led
psicologico organizations”

“Job attitudes and career behaviors relating to employees’ perceived
incorporation of artificial intelligence in the workplace: a career self-
management perspective”

Papel da GRH
na gestao do
efeito daIA
no bem-estar

dos
trabalhadores

Personalizacao das

“Algorithms as work designers: How algorithmic management influences

praticas de GRH the design of jobs”
“Emotional intelligence or artificial intelligence-an employee perspective”
“Impact of artificial intelligence on employees working in industry 4.0 led
organizations”
“Introducing artificial intelligence into a human resource function”
“The Ethical Implications of Artificial Intelligence (AI) For Meaningful
Work”
“Personalized human resource management via HR analytics and artificial
intelligence: Theory and implications”
“Impact of machine learning on personnel selection”
“Al-based tools in selection: Considering the impact on applicants with
disabilities”
Reforco da “Exploring the Impacts of Leadership Styles, Ethical Behavior, and
identificacao Organizational Identification on Workers' Well-Being”
organizacional

“The impact of Human Respurces Environment and Organizational
Identification on Employees’ Psychological Well-Being”

Assegurar o contrato
psicoldgico

“Productive employment and decent work: The impact of Al adoption on
psychological contracts, job engagement and employee trust”

“When Al meets PC: exploring the implications of workplace social robots
and a human-robot psychological contract”

“The impact of Human Respurces Environment and Organizational
Identification on Employees’ Psychological Well-Being”

Confianca na
organizacao

“Productive employment and decent work: The impact of Al adoption on
psychological contracts, job engagement and employee trust”

“Smart Tech is all Around us - Bridging Employee Vulnerability with
Organizational Advice Trust-Building”

“The Impact of Improving Employee Psychological Empowerment and Job
Performance Based on Deep Learning and Artificial Intelligence”

“Six Human-Centered Artificial Intelligence Grand Challenges”

41



Formacao e
desenvolvimento

“Impact of artificial intelligence on employees working in industry 4.0 led
organizations”

“Introducing artificial intelligence into a human resource function”

“Job attitudes and career behaviors relating to employees’ perceived
incorporation of artificial intelligence in the workplace: a career self-
management perspective”

“Smart Tech is all Around us — Bridging Employee Vulnerability with
Organizational Advice Trust-Building”

“The impact of automation and artificial intelligence on worker well-being”

“Personalized human respurce management via HR analytics and artificial
intelligence: Theory and implications”

“Six Human-Centered Artificial Intelligence Grand Challenges”

Garantir a utilizagao
sustentavel, éticae a
conformidade legal
dalA

“Basic human needs and robotization: How to make deployment of robots
worthwhile for everyone?”

“The Ethical Implications of Artificial Intelligence (Al) For Meaningful
Work”

“The impact of automation and artificial intelligence on worker well-being”

“Building sustainable societies through human-centered human resource
management: emerging issues and research opportunities”

“Six Human-Centered Artificial Intelligence Grand Challenges”

“Al-based tools in selection: Considering the impact on applicants with
disabilities”

“Will the use of Al in human resources create a digital Frankenstein?”
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3. Apresentacao e discussao de resultados

O presente capitulo tem por designio a andlise critica e integrada dos dados
extraidos dos 23 artigos selecionados que compdem a amostra da meta-analise.
A tabela 3 sistematiza o processo de analise de contetido, apresentando os temas
e subtemas emergentes, acompanhados pelas respetivas defini¢des operacionais
e de excertos exemplificativos retirados das fontes analisadas. A versao integral
desta tabela encontra-se disponivel para consulta no apéndice 1. Os temas e
subtemas identificados resultaram da emergéncia de novas perspetivas sobre o
papel da GRH na mediagao dos efeitos da IA sobre o bem-estar dos
trabalhadores. A analise e interpretacao dos dados foram enquadradas ao longo
de trés temas principais. O primeiro tema (3.1) propoe compreender a influéncia
da IA na concegao, organizagao e execugao dos processos de trabalho. No tema
seguinte (3.2) procura-se analisar qual o efeito da IA no bem-estar dos
trabalhadores. O ultimo tema (3.3) aborda o papel determinante da GRH na
gestao dos efeitos da IA no bem-estar dos trabalhadores.

A apresentacdo de resultados € organizada de modo a permitir o
tratamento individualizado de cada subtema, promovendo uma andlise
aprofundada e rigorosa das implicacdes empiricas. Este exercicio ¢é
complementado por um didlogo critico com o enquadramento tedrico
previamente delineado, permitindo uma triangulagao entre a evidéncia empirica
e o corpo concetual existente. Cada subseccdo culmina com uma sintese
integrativa, onde se consolidam as ideias centrais e se explicitam as suas
interligacoes, contribuindo para uma compreensao mais densa e articulada do

tema em analise.
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Tabela 3: Processo de categorizagdo dos artigos incluidos na MAQ e apresentacio de

excertos exemplificativos

Temas Subtemas Defini¢coes Excertos Exemplificativos
Influéncia da  Redesenho do O redesenho do trabalho no contexto da [A refere-se “Davenport posits additional benefits for workers, in that
IA no trabalho as alteragOes a nivel da concecdo, da organizacio e ‘Al will free up workers to be more creative and to do
trabalho da execucdo dos processos de trabalho. (Gordon & more unstructured work,” while Berg, Buffie, and Zanna
Gunkel, 2024) argue that automation complements ‘jobs that place a
premium on creativity, flexibility, and abstract
reasoning.’ If these perspectives are accurate,
technological complementarity spells positive
consequences for worker well-being.” (Nazareno &
Schiff, 2021)
Transformagdo Aintegragao de sistemas de [A, como os chatbots, “Chatbots typically receive questions in natural human
dos processos de torna a interacio mais eficaz e natural, na medida language, associate these questions with a knowledge
desenvolvimento em que facilita processos de condhing com respostas base, and then offer a response.” (Terblanche, 2020)
precisas e alinhadas aos objetivas arganizacionais
(Terblanche, 2020)
Tecnofobia e As novas tecnologias geram o mesmo nivel de “Psychological and emotional factor conceming
tecnofilia entusiasmo e conforto, bem como medo e technological change may include ‘technophobia’ — an
desconforto. Esta ambivaléncia € expressa pela overall anxiety about interactions with computer-related
tecnofobia (rejeicao efou evitagdo da tecnologia) e or advanced technology — and —"technophilia’ — a strong
pela tecnofilia (atragdo e adogao entusidstica da enthusiasm for technological change, especially new
tecnologia. (Martinez-Corcoles et al., 2017) technologies.” (Niehueser & Boak, 2020)
EfeitodalA  Satisfaciono A reconfiguracdo da satisfacio no trabalho no “Job satisfaction refers to and individual's overall view of
no bem-estar  trabalho contexto da IA refere-se as alteragbes nas condigbes their job and can be quantified in the form of a subjective
dos de trabalho que influenciam o nivel de satisfagdo dos  satisfaction rating.” (Turja et al., 2022)
trabalhadores trabalhadores. (Bester, 2019)
Enriquecimento O enriquecimento do trabalho com a introdugao da “Job Enrichment can be defined as job design technique
do trabalho IA refere-se a capacidade de a teenologia assumir characterized by adding responsibility and control on the
tarefas rotineiras e repetitivas, permitindo que os production process to an existing role in order to increase
trabalhadores se concentrem em atividades mais the satisfaction and involvement of the employee. (...) Job
desafiadores e criativas. Essas alteragdes podem Enrichment also presents some drawbacks. (...) the
enriquecer ou empobrecer as fungdes increased responsibility and autonomy assigned to
desempenhadas. (Bester & Stander, 2021) employees can create stress and frustration, particularly
if the worker is not trained adequately” (Cimini et al.,
2022)
Tecnostress O tecnostress é definido como uma doenga moderna “The term 'technostress’ is described as a modern-day

de adaptagao causada pela dificuldade do individuo
para lidar com as novas tecnologias de forma
saudavel. (Ahmad & Amin, 2012)

malady (...) and as stress that is caused by an employees’
inability to handle organizational demands of (...
constant connectivity, a variety of new applications
(difficult to comprehend), multitasking, information
overload, high level of uncertainty, job insecurities and
technical problems.” (Malik et al., 2021)

Inseguranca no
trabalho

A inseguranca no trabalho, no contexto da IA,
refere-se a percegao dos trabalhadores de que os
seus empregos, funcdes, competéncias e até
profissoes se podem tornar obsoletos. (Nam, 2018)

“Job insecurity arises when workers, aware of automation
risks may experience fears of rapid job change or
displacement, inducing feelings of (...) stress. (...
Insecurity due to automation risk must also be
understood in the context of other contributors to
insecurity. In particular, employee characteristics,
economic and labor market conditions, organizational
context, and cultural factors. Further, automating
technologies could also induce insecurity about the loss
of valued features of one’s job, such as opportunities for
initiative or task discretion, even when one’s employment
itself is not at risk.” (Nazareno & Schiff, 2021)

Sofrimento
psicologico

O sofrimento psicolégico, manifestado por sintomas
como a depressdo, ansiedade e stress, € um efeito
adverso da integragdo da IA nas organizagdes,
reduzindo a confianca dos trabalhadores nas suas
prc')prias competéncias. (Presbitero & Teng-Calleja,
2023)

“Psychological distress is characterized by symptoms of
depression, anxiety, and perceived stress (...} that can
further explain why employees would engage in career
exploration behaviors.” (Presbitero & Teng-Calleja, 2023)
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Papel da GRH
na gestao do
efeito daIA
no bem-estar

dos
trabalhadores

Personalizagio das
praticas de GRH

A GRH personalizada adapta programas e praticas
as necessidades dos trabalhadores com o suporte da
IA, que interpreta dados para gerar recomendagoes
individualizadas, promovendo uma vantagem
competitiva dificil de replicar devido a sua
complexidade. (Huang etal., 2023)

“Personalized HRM is essentially a form of high-
performance work practice (HPWP) that is tailored to
employees” individual needs and preferences and that
often involves the use of advanced HR analytics and
artificial intelligence (Al) to bring the flexibility and
effectiveness of HR to the next level.” (Huang et al., 2023)

Reforco da
identificagdo
organizacional

O reforco da identificagao organizacional, no
contexto da IA, refere-se ao papel da GRH em
fortalecer o vinculo entre os trabalhadores e a
organizagao, com a finalidade de aumentar a
satisfacao e o envolvimento no trabalho. (Onest,
2023)

“When individuals identify with an organization, they
see themselves as part of it and perceive the goals, values,
and interests of the organization as their own. Workers
with high erganizational identification could have higher
job satisfaction and lower levels of stress, with a positive
effect in terms of well-being and work-life balance.”
(Onesti, 2023)

Assegurar o

Assegurar o contrato psicologico no contexto daIA

“The psychological contract refers to the implicit and

contrato refere-se ao papel da GRH em garantir que as subjective beliefs regarding the reciprocal obligations in
psicologico expetativas entre os trabalhadores e a organizagao an exchange relationship between two parties.” (Bankins
sejam claras e adaptadas as mudangas tecnoldgicas. & Formosa, 2020)
ATA pode afetar essas percegdes, sendo crucial
mitigar os riscos de desconfianca e alienagao
causados pela automagao. (Braganza et al., 2021)
Confianca na A gestao da confianga envolve praticas deliberadas “Active trust management is an interactive and co-created
organizagao da GRH para construir, manter ou restaurar a process where the trustee, here the employing
confianga dos trabalhadores na organizagio e nos organization, has a role to play in assisting the employee
seus sistemas de [A, assegurando transparéncia, to navigate salient uncertainties and newly stressed
seguranga e alinhamento com os valores vulnerabilities as they make decisions about their
arganizacionais. (Marais & Stander, 2021) willingness to accept that vulnerability.” (Weibel et al.,
2023)
Formagao e A capacitacao dos trabalhadores refere-se ao “Policymakers have begun to outline policy responses in
desenvolvimento processo do desenvolvimento continuop das suas industrial and emerging Al/automation policy strategies,
competéncias/conhecimentos, essencial para focusing most prominently on the potential of education
enfrentar as transformacoes inerentes a IA, and training to up-skill or re-skill vulnerable members of
contribuindo para o seu bem-estar e desempenho. A the workforce and to create new kind of jobs.” (Nazareno
GRH desempenha um papel fundamental na & Schiff, 2021)
implementacao destas iniciativas. (Cramarenco et al.,
2023)
Garantir a O papel da GRH envolve garantir a utilizagio “Responsible design of Al is an umbrella term for various
utilizagao sustentavel, ética e a conformidade legal da efforts to investigate legal, ethical and moral standpoints

sustentavel, eticae
a conformidade
legal da 1A

utilizagao da IA, respeitando os direitos dos
trabalhadores. E fundamental que a GRH seja
proativa na implementacio de politicas e praticas
que promovam um ambiente de trabalho ético e
respeitoso, garantindo a transparéncia nas decisdes
tomadas pela IA, assegurando a protecdo e
respeitando os direitos dos trabalhadores.
(Lukaszewski & Stone, 2024)

when using Al applications. (...) is seen as a practice of
designing, developing, and deploying Al with good
intention, allowing companies to engender trust by
employees, business, customers and society.” (Garibay et

al., 2023)
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3.1. Influéncia da IA no trabalho

A emergéncia da IA tem-se configurado como uma das forcas de
transformacao mais disruptivas do panorama laboral contemporaneo. A sua
influéncia transcende a automatizacgao de tarefas, estendendo-se ao redesenho de
fungdes, a redefinicdo de competéncias e a configuracdo das respostas
psicossociais dos trabalhadores. A andlise que se segue estrutura-se em trés
dimensdes: redesenho do trabalho, transformagao dos processos de

desenvolvimento e tecnofobia/tecnofilia.

3.1.1. Redesenho do trabalho

A integracao da IA no trabalho segue duas abordagens principais: a
automacao que incide sobre atividades repetitivas e rotineiras (elaboragao de
relatdrios; triagem de candidaturas) e visa substituir a agdo humana; e a
aumentacao que opera sobre tarefas complexas e criativas (apoio a decisao
estratégica baseada em dados) funcionando como catalisador das capacidades
humanas (Einola & Khoreva, 2020). A sua integracdo pode conduzir ao
redesenho funcional, rejeitando a ideia de uma eliminagao massiva de postos de
trabalho. Sustenta-se, antes, o surgimento de fungdes hibridas, que exigem
competéncias transversais e uma articulagdo complexa entre capacidades
humanas e sistemas tecnoldgicos (Einola & Khoreva, 2020; Garibay et al., 2023;
Malik et al., 2021; Nazareno & Schiff, 2021; Parent-Rocheleau & Parker, 2022;
Prentice et al., 2019; Presbitero & Teng-Calleja, 2023).

Surge ainda o conceito de digital workspace, que favorece a produtividade,
reduz deslocagdes e promove a flexibilidade e colaboragao sem restricoes de
tempo ou lugar (Malik et al., 2021). Contudo, a gestao algoritmica rigida tem
assumido fungoes tradicionalmente desempenhadas pela GRH (monitorizagao,
defini¢cao de metas, avaliagao de desempenho e atribui¢cao de remuneragoes), o

que reconfigura dimensoes centrais do trabalho e torna crucial considerar
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variaveis moderadoras como a equidade (Garibay et al., 2023; Parent-Rocheleau
& Parker, 2022).

Este paradigma exige trabalhadores versateis, capazes de atuar em
contextos interdisciplinares, cooperar em equipas heterogéneas e adaptar-se as
mutagOes tecnolodgicas, integrando competéncias técnicas, comportamentais e
relacionais. A IA podera fomentar condi¢des propicias a criatividade e realizagao
profissional, contudo, a exigéncia subjacente pode traduzir-se em sobrecarga
cognitiva e fadiga digital, especialmente nas fun¢des que implicam a gestao
simultanea de sistemas automatizados, interfaces tecnoldgicas e processos
manuais (Einola & Khoreva, 2020; Garibay et al., 2023; Nazareno & Schiff, 2021;
Parent-Rocheleau & Parker, 2022; Presbitero & Teng-Calleja, 2023). Assim, a
integracao da IA requer uma abordagem de GRH capaz de equilibrar a inovagao
e o bem-estar.

O enquadramento tedrico descreve a IA como uma forca disruptiva
(Abonamah et al., 2021; Kaufman, 2018; Sarmah, 2019; Soori et al., 2023),
frequentemente associada a riscos de eliminagao generalizada de postos de
trabalho. A analise dos textos selecionados distingue automacao de aumentagao
e aponta para o surgimento de fungoes hibridas que exigem novas competéncias
e redesenho de tarefas (Einola & Khoreva, 2020; Malik et al., 2021; Presbitero &
Teng-Calleja, 2023). Além dos efeitos técnicos, incluem-se variaveis psicossociais

(sobrecarga cognitiva), que enriquecem a compreensao do efeito da IA.

3.1.2. Transformacao dos processos de desenvolvimento

A emergeéncia da IA esta a reconfigurar as praticas de GRH e os processos
que as sustentam. A automatizacao de etapas tradicionalmente manuais, como a
recolha e preparacao de dados, potencia o desenvolvimento e a redugao de erros.
Contudo, esta transformagao requer um design centrado no ser humano, que
envolva os stakeholders desde a concegao até a implementacao dos sistemas, o que
implica equipas interdisciplinares capazes de garantir solugdes socialmente
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responsaveis (Garibay et al., 2023; Parent-Rocheleau et al., 2022; Prentice et al.,
2019; Terblanche, 2020). Neste quadro, mecanismos de governagao robustos,
como auditorias regulares e testes de impacto ético, sao fundamentais para
mitigar riscos sociais e organizacionais.

Paralelamente, observa-se uma transformacao no coaching organizacional.
A introducao de sistemas inteligentes, como chatbots, introduzem possibilidades
de desenvolvimento profissional, marcadas pela personalizagao, escalabilidade
e autonomia. Revelam-se particularmente tteis em contextos multinacionais e
culturalmente diversos, ao permitir ajustamentos linguisticos e culturais na
orientagdo dos trabalhadores, como no onboarding de filiais internacionais
(Terblanche, 2020). A utilizagao da IA no coaching pode igualmente democratizar
o acesso a recursos de desenvolvimento, ao reduzir custos e permitir
intervengoes em larga escala.

Apesar dos beneficios, a adequacao da IA pode ser comprometida em
contextos complexos e imprevisiveis, devido a auséncia de discernimento moral
e sensibilidade emocional, o que reforca a necessidade da centralidade da
inteligéncia humana (Prentice et al., 2019). E essencial delimitar fronteiras na
interacdo com a IA a fim de evitar expetativas desajustadas e promover a
transparéncia quanto a natureza adaptativa dos sistemas (Terblanche, 2020). A
eficdcia sustentavel destas aplicagOes parece depender de uma supervisao ética,
regulacao dos riscos psicologicos e fortalecimento da confianga organizacional.

O enquadramento tedrico reconhece a versatilidade da IA na personalizagao
e producao de conteddo humanizado (Andrieux et al., 2024). A analise dos textos
selecionados introduz o coaching, destacando que a autonomia tecnoldgica nao
dispensa a supervisao humana nem a regulacdo ética. Por carecer de
discernimento moral e sensibilidade contextual, a IA pode afetar o bem-estar dos
trabalhadores (Prentice et al., 2019; Terblanche, 2020). A analise dos textos
selecionados sugere um modelo de complementaridade no qual a IA potencia o

processo mas nao o esgota.
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3.1.3. Tecnofobia e tecnofilia

As reagdes emocionais dos trabalhadores a crescente presenca da IA
aparentam ser moldadas pelas suas atitudes face a tecnologia, frequentemente
conceptualizadas em fendmenos como a tecnofilia e a tecnofobia (Niehueser &
Boak, 2020). A tecnofilia, enquanto predisposi¢ao positiva perante a inovagao,
pode facilitar a adaptagao a tecnoldgia e fomentar ganhos de eficiéncia. Todavia,
o entusiasmo acritico pode conduzir a sobrecarga, pela pressao de atualizagao
constante e ado¢ao imediata de novas ferramentas. Por sua vez, a tecnofobia
manifesta-se frequentemente como resisténcia ou ansiedade face a inovagao,
sobretudo entre trabalhadores menos familiarizados com o digital, o que pode
traduzir-se em niveis acrescidos de stress e maior resisténcia a mudancga
(Braganza et al., 2021; Malik et al., 2021; Niehueser & Boak, 2020; Turja et al., 2022;
Weibel et al., 2023). Ainda que os trabalhadores acreditem no seu potencial, a
velocidade das mudancgas pode superar as suas competéncias cognitivas de
adaptacao, o que potencializa a tecnofobia.

A ambivaléncia nas percec¢oes dos trabalhadores, relativamente a IA, revela
o carater paradoxal destas atitudes: para uns, a tecnologia reproduz entusiasmo
e oportunidade; para outros, expde riscos como a vigilancia, perda de autonomia
ou lacunas de competéncias (Braganza et al., 2021; Turja et al., 2022; Weibel et al.,
2023). A compreensao desta dinamica requer a formulagao de politicas de
transicao tecnologica que valorizem a inclusao, promovam a aprendizagem
continua e fortalecam a confianga institucional. O éxito da integracao da IA
depende tanto de fatores técnicos como da gestao das dinamicas psicossociais,
que condicionam profundamente o sucesso ou fracasso das iniciativas de
inovacgao, o que reforca a importancia da implementacao gradual e da formacgao
dos trabalhadores (Malik et al., 2021; Niehueser & Boak, 2020). A GRH assume o
papel de protecao do bem-estar e fortalecimento da adaptacao e inovagao das

organizagoes.
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Os textos selecionados evidenciam uma tensao significativa entre o ideal
normativo, presente no enquadramento tedrico (European Commission, 2021),
de uma coexisténcia entre humanos e IA, e a complexa realidade emocional do
trabalho. A andlise dos textos selecionados evidencia que tanto a adesao acritica
(tecnofilia) quanto o receio infundado (tecnofobia) podem comprometer o bem-
estar dos trabalhadores (Niehueser & Boak, 2020). Isto reforca a necessidade de
estratégias de gestao emocional, programas formativos e liderangas sensiveis a
heterogeneidade das reagoes.

Em sintese, a IA configura-se como um agente transformador do trabalho,
cuja influéncia se manifesta de forma multidimensional e interdependente. No
redesenho do trabalho, promove a emergéncia de papéis hibridos que articulam
a supervisao tecnologica, criatividade e visao estratégica, exigindo trabalhadores
polivalentes e organizagoes flexiveis. Na transformacao dos processos de
desenvolvimento, a IA redefine praticas de formagao e coaching, permitindo
maior personalizagdo e escalabilidade, mas exigindo, simultaneamente, a
supervisao ética e a centralidade da inteligéncia humana. No plano psicossocial,
a integracdo da IA suscita tanto entusiasmo (tecnofilia) quanto receio
(tecnofobia), revelando que a aceitagdo tecnoldgica nao depende apenas da
eficacia dos sistemas, mas da percecao de justica, valor e autonomia por parte
dos trabalhadores. O éxito da integracdo da IA nao reside na substitui¢ao, mas
na construcao de uma simbiose ética e funcional entre humanos e sistemas
inteligentes. Este designio pressupde o investimento continuo na formagao dos
trabalhadores e uma lideranca pautada por valores éticos, sensibilidade
relacional e compromisso com o bem-estar. Projeta-se que o futuro do trabalho
nao seja meramente digital, mas um espaco humanamente ampliado pela

tecnologia, cuja inovagao, eficiéncia e bem-estar coexistam com equilibrio.
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3.2. Efeito da IA no bem-estar dos trabalhadores

A TA constitui uma for¢a paradigmatica que redefine os contornos do
trabalho e da experiéncia humana no contexto laboral. O corpus de estudos
analisados identifica uma preocupagao central na relagao entre a IA e o bem-estar
laboral, refletida em cinco dimensdes: satisfagao no trabalho; enriquecimento no
trabalho; tecnostress; inseguranca no trabalho; e sofrimento psicologico. A
influéncia da IA nestas dimensoes nao é univoca, variando consoante o contexto

organizacional, perce¢oes, competéncias e caracteristicas de cada trabalhador.

3.2.1. Satisfacao no trabalho

A satisfacao laboral € sensivel a presenca da IA e constitui um determinante
critico para o bem-estar. A evolugao das exigéncias técnicas pode gerar a
percecao de inadequagao de competéncias nos trabalhadores, o que potencia
sentimentos de desvalorizagao profissional e desgaste emocional (Prentice et al.,
2019; Turja et al,, 2022). A erosao da qualidade e frequéncia das interagoes
interpessoais também pode fragilizar a construcao de vinculos sociais e afetivos,
tornar o trabalho mais impessoal e mecanico, o que tende a diminuir a realiza¢ao
profissional (Prentice et al., 2019). Neste contexto, Parent-Rocheleau e Parker
(2022) aprofundam a analise dos efeitos da gestao algoritmica no desenho do
trabalho, destacando como a monitorizacao, definicao de metas e avaliacao de
desempenho podem influenciar diretamente o bem-estar dos trabalhadores.

Contudo, os efeitos da A sobre a satisfacao ndao sao unidimensionais,
variando consoante o contexto e as caracteristicas individuais. A IA pode
aumentar o nivel de exigéncia, mas também proporcionar ganhos de satisfagao,
demonstrando que um trabalho desafiante pode ser recompensador. O aumento
da variedade e complexidade das tarefas, ao ampliar responsabilidades e
envolver os trabalhadores nos processos organizacionais, potencia a satisfagao

(Cimini et al., 2022; Nazareno & Schiff, 2021). Esta perspetiva reforca a relevancia
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de abordagens sociotécnicas, baseadas na transparéncia e participacao dos
trabalhadores, capazes de transformar a IA num instrumento de motivagao
(Parent-Rocheleau & Parker, 2022). A inteligéncia emocional atua como fator
moderador: trabalhadores dotados de elevada inteligéncia emocional tendem a
enfrentar melhor os desafios da automacao, a gerir conflitos e a adaptar-se as
mudancas tecnoldgicas, preservando o bem-estar.

O enquadramento tedrico sugere que a IA pode aumentar a satisfacao
laboral ao libertar os trabalhadores de tarefas repetitivas (Lechardoy et al., 2023;
Zirar et al., 2023). Porém, a analise dos textos selecionados indica que a satisfagao
¢é condicionada pela perda de autonomia, padronizacdo e redugao dos contatos
interpessoais. Destaca-se ainda a perce¢ao de inadequagao de competéncias e o
isolamento profissional, bem como o papel protetor da inteligéncia emocional
(Prentice et al., 2019; Turja et al., 2022). Assim, demonstra-se que a satisfacao

depende maioritariamente de como a IA ¢ implementada.

3.2.2. Enriquecimento do trabalho

A TA pode atuar como catalisador para o enriquecimento do trabalho, ao
libertar os trabalhadores de tarefas rotineiras/repetitivas e permitir que se
dediquem a atividades mais complexas e cognitivamente estimulantes (Bankins
& Formosa, 2023). Contudo, este efeito nao € linear nem universal. A automagao
excessiva, especialmente quando implementada através de vigilancia algoritmica
rigida (monitorizacdo do comportamento humano), pode desumanizar o
trabalho e comprometer a autenticidade profissional, sobretudo em fung¢des que
exigem julgamento critico, sensibilidade ética e tomada de decisao
contextualizada. Além das dimensoes emocionais, relacionais e identitarias, a IA
pode acentuar desigualdades pré-existentes, favorecendo trabalhadores
altamente qualificados e penalizando os menos qualificados, posicionando-os
frequentemente em fungdes de menor complexidade ou excluindo-os do
mercado de trabalho (Bankins & Formosa, 2023; Cimini et al.,, 2022). Uma
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implementagao desatenta da IA pode empobrecer o trabalho, em vez de o
enriquecer. A opacidade dos sistemas algoritmicos, que dificulta a compreensao
dos critérios subjacentes as decisdes automatizadas, pode aumentar a incerteza
quanto ajustica e equidade dessas escolhas, o que fragiliza a confianga no sistema
organizacional (Bankins & Formosa, 2023; Cimini et al, 2022). A literacia
tecnoldgica surge assim como uma nova clivagem social, com efeito na
distribuicao das oportunidades e na capacidade de participa¢ao informada.
Embora o enquadramento tedrico preveja o enriquecimento do trabalho
com a IA (Davenport & Ronaki, 2018; Zirar et al., 2023), a andlise dos textos
selecionados apresenta um quadro mais complexo. A automacdo intensiva,
aliada a vigilancia algoritmica e a opacidade nas decisdes, pode comprometer a
autenticidade do desempenho profissional e acentuar desigualdades (Bankins &
Formosa, 2023; Cimini et al., 2022). Assim, o enriquecimento laboral depende
menos das potencialidades técnicas da IA e mais das condigdes sociais,

organizacionais e éticas da sua implementacao.

3.2.3. Tecnostress

A emergeéncia do tecnostress no contexto da crescente integracao da IA nos
ambientes laborais configura uma expressdao concreta das tensdes psicossociais
geradas pela digitalizacao intensiva do trabalho. Definido como um estado
emocional adverso decorrente da interagao continua com tecnologias digitais,
este fenomeno revela-se particularmente saliente nos contextos organizacionais
em que a IA ¢é implementada sem considerar a capacidade de adaptacao dos
trabalhadores (Malik et al., 2021; Parent-Rocheleau & Parker, 2022).

O estudo de Malik et al. (2021) identifica quatro dimensoes principais do
tecnostress. Primeiramente, a sobrecarga de trabalho resulta da intensificagao das
expetativas de produtividade, o que pode prolongar as jornadas laborais e afetar
o equilibrio entre a vida profissional e pessoal. Em segundo lugar, a ambiguidade
e complexidade das fungdes tendem a decorrer da constante mutagao das
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responsabilidades, causadas pela introducao de novas tecnologias e pela
indefinicalo do papel do trabalhador num ecossistema cada vez mais
automatizado. A terceira dimensao prende-se com a hiperconectividade, que
pode gerar um sentimento de invasao e contribuir para o desgaste emocional,
pela expetativa de resposta imediata e a acessibilidade permanente que
constituem formas de vigilancia subtil. Por fim, a dependéncia excessiva da
tecnologia torna os trabalhadores vulneraveis a falhas sistémicas e reforca a
percecao de perda de autonomia, especialmente quando o dominio técnico é
percebido como insuficiente.

Complementarmente, Parent-Rocheleau e Parker (2022) reforcam que a
monitorizacdo continua e a recolha automatica de dados configuram fatores
adicionais de stress, ao induzir percecoes de avaliagao constante e controlo direto
sobre o desempenho, emogdes e comportamento dos trabalhadores, o que pode
reduzir a criatividade e a capacidade de julgamento. Tal cendrio pode simplificar
ou padronizar tarefas e diminuir oportunidades de resolucao de problemas e de
desenvolvimento profissional (Cimini et al., 2022; Onesti, 2023; Parent-Rocheleau
& Parker, 2022).

O enquadramento tedrico ja abordava o stress associado a pressao produtiva
e ao receio pelo desconhecido (Ruggeri et al., 2020). A andlise dos textos
selecionados introduz o termo de tecnostress, evidenciando dimensoes
especificas, como sobrecarga laboral e hiperconectividade, que traduzem
percecoes ambivalentes face a IA e sentimentos de ansiedade relacionados a

dependéncia digital (Malik et al., 2021).

3.2.4. Inseguranca no trabalho

A inseguranga laboral, enquanto construto multidimensional, assume
relevancia no debate sobre os efeitos psicossociais da IA. Além de uma
preocupacao econdmica, traduz-se numa experiéncia de instabilidade,

frequentemente alimentada por processos de automagdao que substituem o
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trabalhador e promovem a percecao de obsolescéncia de competéncias ou
incerteza quanto a continuidade da funcao. A ansiedade face a tecnologia
potencia a sensagao de exclusao num mercado laboral cada vez mais orientado
para competéncias digitais (Turja et al., 2022). Adicionalmente, a gestao
algoritmica pode motivar experiéncias de imprevisibilidade e sensacao de
arbitrariedade, tornando o vinculo laboral dependente de ldgicas algoritmicas
frequentemente incompreensiveis para os trabalhadores (Parent-Rocheleau &
Parker, 2022). Como salientam Nazareno e Schiff (2021), a opacidade dos
algoritmos decisorios, aliada a auséncia de supervisao humana eficaz, fomenta a
precariedade estrutural.

Este quadro é regularmente agravado por uma cultura de competitividade
exacerbada, que dissuade a cooperacao e enfraquece os lagos de solidariedade
entre pares, comprometendo o bem-estar psicoldgico e a coesao organizacional
(Nazareno & Schiff, 2021). A ameaca da automagao nao compromete apenas a
estabilidade profissional e salarial, mas também a satisfacdo das necessidades
humanas fundamentais: fisiologicas (seguranca financeira) e psicologicas
(autonomia e competéncia) (Turja et al., 2022). Ainda assim, trabalhadores cujas
fungdes apresentam maior risco de automagao nem sempre relatam maior
inseguranca. Essa discrepancia pode ser explicada pelo erro fundamental da
atribuicdo, no qual os trabalhadores reconhecem ameacas externas, mas
subestimam o impacto na sua prépria realidade profissional, assumindo que as
suas fungOes sao insubstituiveis (Nazareno & Schiff, 2021). Esta percecao
distorcida pode gerar uma sensagao ilusoria de estabilidade que dificulta a
adocao atempada de estratégias de adaptacao. Quando essa ilusao € desfeita pela
realidade da automacdo, os efeitos emocionais tendem a ser mais intensos,
aumentando o stress e a vulnerabilidade (Nazareno & Schiff, 2021; Turja et al.,
2022) Na era digital, a inseguranca laboral transcende o simples receio do
desemprego, pois os trabalhadores podem percecionar que o seu trabalho,

competéncias e relevancia profissional estao ameagados pelas novas tecnologias.
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Enquanto o enquadramento tedrico antecipa a instabilidade derivada da
obsolescéncia de fungoes e da exigéncia de novas competéncias (Lechardoy et al.,
2023; Zirar et al., 2023), a analise dos textos selecionados destaca a ansiedade
tecnoldgica, competitividade e enviesamento cognitivo como fatores que
influenciam a percecao de risco (Nazareno & Schiff, 2021; Turja et al., 2022).
Assim, acresce uma dimensao comportamental a compreensao da inseguranca

laboral na era da IA.

3.2.5. Sofrimento psicolégico

O sofrimento psicoldgico relacionado com a IA tende a decorrer do receio
de substituicao e da incerteza que caracteriza a transformacgao digital. Quando os
trabalhadores reconhecem que sdao dispensaveis, o isolamento intensifica-se, os
vinculos interpessoais enfraquecem e a identidade profissional fica
comprometida. Esta sensagao pode-se manifestar através de sintomas como
ansiedade cronica, burnout e diminuicao da autoestima (Malik et al.,, 2021;
Presbitero & Teng-Calleja, 2023). Os trabalhadores que veem a IA como uma
ameaca direta ao seu emprego tendem a revelar maior suscetibilidade para esses
sintomas, o que geralmente afeta negativamente a qualidade de vida e o
desenvolvimento profissional.

Segundo Presbitero e Teng-Calleja (2023), o sofrimento psicologico
também influencia a procura de alternativas no mercado na tentativa de
recuperar um sentimento de estabilidade, em consonancia com a ‘“Teoria Social
Cognitiva da Carreira’, cujas expetativas de resultado orientam as decisoes
profissionais. Paradoxalmente, a percecio de ameaga pode tornar-se um
catalisador da mobilidade profissional, estimulando transi¢des de carreira que
mitigam a ansiedade e moldam a dinamica de rotatividade no mercado de
trabalho (Presbitero & Teng-Calleja, 2023). A transformacdo digital, neste
contexto, impoe desafios emocionais e redefine as estratégias individuais de
adaptacao e permaneéncia nas organizagoes.
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Os efeitos da IA no bem-estar dos trabalhadores revelam desequilibrios
entre os potenciais beneficios que sao recorrentemente acompanhados por riscos
significativos de desgaste emocional, inseguranca e exclusao (Malik et al., 2021;
Presbitero & Teng-Calleja, 2023). Esta constatacao refor¢a o papel da GRH
enquanto agente de mediacao estratégica, exigindo que va além da gestao técnica
da mudanga e incorpore as dimensdOes emocionais, sociais e identitarias da
experiéncia de trabalho.

O enquadramento tedrico associa o sofrimento psicoldgico a alienagao e a
deterioracao da autoestima (Lechardoy et al., 2023; Maslow, 1943). A analise dos
textos selecionados conceptualizam-no como resposta a incerteza digital,
manifestando-se através da ansiedade, burnout e fragilizacao da identidade
profissional, mas também como motor de adaptacao e transformacgao individual,
quando aplicada corretamente (Malik et al., 2021; Presbitero & Teng-Calleja,
2023).

Em sintese, a influéncia da IA no bem-estar dos trabalhadores manifesta-
se como uma transformacao profundamente multidimensional, que reconfigura
a experiéncia laboral em termos cognitivos, emocionais e relacionais. Ao libertar
ou limitar a autonomia, criatividade e realizacdo pessoal, a IA nao condiciona
apenas a satisfacao laboral, mas repercute-se no enriquecimento do trabalho, ao
permitir tarefas mais complexas e estimulantes, cuja eficicia depende da
transparéncia e justica dos sistemas. Esta combinacao de oportunidades e
exigéncias alimenta simultaneamente o tecnostress, que se manifesta através da
sobrecarga, hiperconectividade, ambiguidade funcional e dependéncia
tecnologica, enquanto que a percegao de obsolescéncia e a possivel substituicao
de fungdes ampliam a inseguranca laboral. O efeito cumulativo destas tensoes
pode culminar no sofrimento psicologico, traduzido em ansiedade, burnout e
fragilizacao da identidade profissional. Contudo, essas tensdes podem atuar
paradoxalmente como catalisadores de adaptagao, resiliéncia e mobilidade

profissional. Estes processos interconectados revelam que o efeito da IA no bem-
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estar nao € linear nem uniforme, dependendo de fatores humanos e
organizacionais como a percecao de justica e a qualidade da gestao algoritmica.
Destaca-se a necessidade de abordagens estratégicas que harmonizem a inovagao

tecnoldgica, ética e zelo pelo trabalhador.

3.3. Papel da GRH na gestao do efeito da IA no bem-estar dos

trabalhadores

O efeito da IA no bem-estar laboral, em articulagdo com o papel
transformador da GRH, configura um quadro multifacetado e em rapida
mutacdo. A partir da convergéncia de estudos e reflexdes teoricas, destacam-se
trés eixos centrais: estratégias centradas no ser humano, que salvaguardem o
bem-estar e promovam um sentimento de pertenca; a capacitagao continua, que
permita aos trabalhadores prosperar em ambientes digitais; e a incorporagao de
principios ético-legais e de sustentabilidade na implementacao responsavel e
equitativa da IA. A discussao que se segue aprofunda estes eixos, explorando as

estratégias e os desafios.

3.3.1. Personalizacao das praticas de GRH

A capacidade da IA para personalizar praticas de gestao tem-se destacado
na identificacdao de talentos, motivacao dos trabalhadores e no envolvimento
organizacional, com potencial para reduzir o furnover e aumentar a
produtividade. Contudo, estes beneficios dependem criticamente da qualidade
dos dados, pois bases enviesadas ou incompletas podem perpetuar
desigualdades e comprometer o alinhamento com os valores organizacionais
(Campion & Campion, 2024; Huang et al., 2023; Malik et al., 2021; Parent-
Rocheleau & Parker, 2022; Prentice et al., 2019). Embora a IA possa otimizar
tarefas, mantém-se limitada em competéncias humanas indispensaveis na gestao
de conflitos e no apoio emocional, como a empatia, a escuta ativa e o julgamento

moral. Ainda que inovagoes como chatbots oferecam acessibilidade e autonomia,
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carecem de sensibilidade para detetar sinais subtis de exaustao ou ansiedade
profunda, que exigem respostas empaticas e personalizadas (Campion &
Campion, 2024; Huang et al., 2023; Malik et al., 2021; Parent-Rocheleau & Parker,
2022; Prentice et al., 2019). A integracao bem-sucedida da IA requer uma gestao
criteriosa que preserve a dimensao relacional e ética caracteristica dos contextos
humanos.

No recrutamento e selecao, a IA automatiza tarefas rotineiras, como a
triagem de curriculos e o agendamento de entrevistas, possibilitando ganhos de
eficiéncia e a redugao da sobrecarga administrativa. Adicionalmente, técnicas
avancgadas de Machine Learning permitem inferir tragos comportamentais e de
personalidade mediante analise linguistica e de padrdes, o que pode favorecer
uma correspondéncia mais precisa entre candidatos e vagas (Bankins & Formosa,
2023; Niehueser & Boak, 2020; Parent-Rocheleau & Parker, 2022). Para mitigar
percecOes de arbitrariedade, a GRH deve promover a transparéncia e a
implementagao de sistemas de monitorizacdo e validagdo técnica e ética das
ferramentas utilizadas (Campion & Campion, 2024; Fisher et al., 2024; Niehueser
& Boak, 2020; Parent-Rocheleau & Parker, 2022). A preservacao da dignidade do
candidato enriquece a sua experiéncia e fortalece a imagem/cultura
organizacional, contribuindo para solidificar as bases de um ambiente de
trabalho saudavel desde o primeiro contacto.

Embora o enquadramento tedrico destaque o potencial da IA para
otimizar os processos de GRH (Lechardoy et al., 2023; Marler, 2024; Stone &
Lukaszewski, 2024), a andlise dos textos selecionados alerta para as suas
limitagOes: auséncia de sensibilidade contextual e de julgamento moral, e os
riscos de discriminacdo decorrentes da dependéncia excessiva em dados
(Campion & Campion, 2024; Huang et al.,, 2023; Malik et al., 2021; Parent-
Rocheleau & Parker, 2022). Assim, reforca a necessidade da GRH em assegurar

uma implementacgao ética e humanizada da IA.
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3.3.2. Refor¢o da identifica¢dao organizacional

A identificacdo organizacional — enquanto vinculo simbolico e afetivo
entre o individuo e a missao, valores e cultura da organiza¢ao — tem vindo a ser
apontada como um fator relevante na consolidagio do compromisso dos
trabalhadores e na sua resiliéncia em contextos de transformacao digital. E sob
este quadro que Hameed et al. (2022) sublinham a importancia do investimento
em formacao continua e do desenvolvimento de trajetorias profissionais
alinhadas com os desafios tecnologicos, que refor¢cam o sentimento de pertenga e
proposito. A adogao de praticas de lideranga participativa e a valorizagao da
autonomia dos trabalhadores estao associadas a culturas organizacionais mais
coesas, ainda que as condi¢Oes contextuais condicionem a sua eficacia (Hameed
et al., 2022). A GRH tem a responsabilidade de garantir a transparéncia dos
processos de decisao e da comunicagao clara dos efeitos da IA nas fungoes, de
modo a evitar percecdes de opacidade ou invasao da esfera privada (Onesti,
2023). Consolida-se a ideia de que a GRH pode exercer um papel de mediacao
critica e promotora de equilibrio entre a inovagao tecnoldgica e a coesao
organizacional.

O enquadramento teorico salienta a importancia da GRH na promogao do
bem-estar através de estratégias baseadas na confianga e respeito muatuo (Sparks
et al., 2001; Zirar et al., 2023). A analise dos textos selecionados amplia esta
premissa ao enfatizar a relevancia de praticas comunicacionais claras e éticas
para prevenir a percecao de invasao de privacidade e arbitrariedade algoritmica
(Hameed et al., 2022; Onesti, 2023). A articulagao entre transparéncia, capacitacao
e lideranca ética configura-se como um eixo estruturante da intervengao da GRH

na era da IA.
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3.3.3. Assegurar a presenca do contrato psicologico

A relacao entre a entidade patronal e o trabalhador é crucial para o sucesso
organizacional, influenciando a produtividade e o bem-estar. Historicamente, os
modelos laborais enquadravam o trabalhador como um recurso funcional, cuja
principal expetativa era a remuneragao pelo trabalho realizado, sem antecipar
beneficios adicionais ou desenvolvimento profissional (Bankins & Formosa,
2020; Braganza et al., 2021). Contudo, as transformagdes economicas e sociais
contemporaneas — fortemente marcadas pela IA — tornaram as dinamicas laborais
mais complexas. Neste enquadramento, o conceito de contrato psicoldgico
assume particular relevancia, sendo caracterizado como um conjunto de
expetativas implicitas entre as partes que regulam obrigagdes, compromissos e
beneficios (Bankins & Formosa, 2020). A adogao de tecnologias baseadas em IA
pode enfraquecer o contrato psicologico e promover relagdes laborais
fragmentadas. Para mitigar o risco de contratos psicoldgicos alienacionais
suscetiveis de gerar inseguranga ou desvaloriza¢ao, recomenda-se a adogao de
contratos transacionais, ou seja, acordos formais de curto prazo centrados em
tarefas e respetivas recompensas, que garantam clareza e seguranca psicologica
(Bankins & Formosa, 2020; Braganza et al., 2021; Hameed et al., 2022).

A promogao do trabalho digno no contexto da IA, em consonancia com os
‘Objetivos de Desenvolvimento Sustentdvel da Organizacao das Nagoes Unidas’,
exige uma atuagao estratégica e ética da GRH (Braganza et al., 2021). O
reconhecimento do desempenho, o apoio psicossocial e o envolvimento ativo dos
trabalhadores nos processos de decisdao podem contribuir para a consolidagao de
um contrato psicoldgico mais robusto (Bankins & Formosa, 2020). Contudo, a
eficicia destas estratégias nao é universal nem garantida, podendo ser limitada
por condicionantes estruturais, como pressoes econdmicas, processos decisdrios
centralizados ou a fragmentacao do trabalho associado a plataformas digitais

(Bankins & Formosa, 2020; Braganza et al, 2021). A GRH deve proteger a
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integridade do contrato para fomentar um ambiente laboral inclusivo, adaptavel
e resiliente.

O enquadramento tedrico reconhece a importancia da relagao entre a
entidade patronal e o trabalhador (Aguinis et al. 2024). A andlise dos textos
selecionados evidencia ainda o risco de fragmentacao e impessoalidade nas
relagoes laborais mediadas pela IA, alertando para a necessidade de uma atuagao
critica e contextualizada da GRH (Bankins & Formosa, 2020; Braganza et al., 2021;
Hameed et al, 2022). Torna-se necessario reconhecer a variabilidade dos
contextos organizacionais para que as praticas de GRH implementadas se

adequem.

3.3.4. Confianca dos trabalhadores na organizacao

A confianga tem sido apontada como um recurso emocional e cognitivo
essencial para a aceitagdo da IA, manifestando-se como um amortecedor
psicoldgico que atenua sentimentos de inseguranga e resisténcia. A auséncia de
confianga, por sua vez, estd associada ao receio da vigilancia excessiva ou a
desvaloriza¢dao do contributo humano. Neste cendrio, a GRH deve promover o
acesso equitativo a informacdo e envolver os trabalhadores nas decisdes,
estimulando o sentimento de pertenca (Braganza et al., 2021; Garibay et al., 2023;
Weibel et al., 2023). Simultaneamente, a capacitagao psicologica — definida como
a percecao de controlo, competéncia e significado no trabalho — pode fortalecer a
confianca organizacional. Quando a IA é orientada por principios éticos e
centrados na pessoa potencia esta capacitagdo ao permitir identificar
precocemente sinais de burnout, stress ou insatistacdo laboral e personalizar
intervengoes preventivas. Estudos como o de Fan et al. (2023) demonstram o
potencial dos algoritmos na monitorizagao de indicadores de bem-estar,
evidenciando que a tecnologia € mais eficaz quando inserida em contextos que

valorizem a dignidade e a seguranca psicologica dos trabalhadores.
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Contudo, a eficicia destas ferramentas depende de fatores
organizacionais, como a qualidade dos dados, o respeito pela privacidade dos
trabalhadores e o modo de comunicacgao e utilizagao dos resultados. A integracao
de praticas complementares, como trabalho flexivel e feedback continuo,
acompanhada de supervisao ética e processos participativos, potencia ambientes
de trabalho mais responsivos as necessidades individuais (Fan et al., 2023).
Assim, garantir a confianga organizacional exige uma agao estratégica da GRH
que alinhe a inovagdo tecnoldgica, a capacitagdo psicoldgica e praticas
organizacionais participativas, cimentando o alicerce para ambientes de trabalho
resilientes e adaptativos.

O enquadramento tedrico destaca o papel da GRH na capacitacao dos
trabalhadores face as mudancas tecnoldgicas, com énfase na dimensao emocional
e na confianga organizacional (Borthakur & Das, 2023; Martins et al., 2019; Sparks
et al., 2001; Zirar et al., 2023). A andlise dos textos selecionados acrescenta que a
confianca depende invariavelmente do fortalecimento psicologico e do
envolvimento ativo dos trabalhadores, demonstrando que a tecnologia pode ser
uma aliada na promogao de bem-estar quando implementada com ética

(Braganza et al., 2021; Fan et al., 2023; Garibay et al., 2023; Weibel et al., 2023).
3.3.5. Formacgao e desenvolvimento

As estratégias de formacao e desenvolvimento profissional tém sido
referidas como vetores estruturantes para a estabilidade laboral e o equilibrio
psicoldgico dos trabalhadores. Em contextos de transformagao digital acelerada,
compete a GRH promover uma cultura de aprendizagem continua, com
programas de upskilling e reskilling que atualizem as hard skills e soft skills dos
trabalhadores. O desenvolvimento de capacidades como a adaptabilidade e a
resiliéncia emocional pode atenuar o receio da substitui¢do tecnoldgica (Garibay
et al.,, 2023; Malik et al., 2021; Nazareno & Schiff, 2021; Presbitero & Teng-Calleja,

2023; Weibel et al., 2023). O envolvimento dos trabalhadores na identificacao das
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suas necessidades formativas pode favorecer uma maior adequagao entre os
perfis individuais e os desafios organizacionais (Garibay et al., 2023; Nazareno &
Schiff, 2021; Presbitero & Teng-Calleja, 2023).

A personalizacao dos percursos de aprendizagem permite adaptar
conteados formativos as competéncias, preferéncias e necessidades de cada
trabalhador, aumentando a motivagao, a eficiéncia pedagogica e o sentimento de
autoeficacia. Plataformas inteligentes podem recomendar cursos alinhados ao
perfil do trabalhador, o que acelera a aprendizagem, promove a motivagao, o
desempenho e a retencao de talentos (Garibay et al., 2023; Huang et al., 2023;
Niehueser & Boak, 2020; Nazareno & Schiff, 2021; Presbitero & Teng-Calleja,
2023; Weibel et al., 2023). A GRH deve adotar mecanismos que previnam a
reproducdo de assimetrias estruturais e garantam o acesso equitativo ao
desenvolvimento profissional, valorizando a diversidade de trajetorias,
competéncias e expetativas presentes na organizacao (Malik et al., 2021;
Nazareno & Schiff, 2021; Presbitero & Teng-Calleja, 2023).

A andlise dos textos selecionados refor¢ca o enquadramento tedrico ao
demonstrar que a formacao e o desenvolvimento profissional nao respondem
apenas as exigéncias técnicas (Zirar et al., 2023), mas também funcionam como
pilares da estabilidade e bem-estar laboral. Destaca-se a importancia do
envolvimento dos trabalhadores na definicao de necessidades formativas, de
modo a prevenir exclusdes no acesso ao desenvolvimento profissional (Garibay
et al., 2023; Nazareno & Schiff, 2021; Presbitero & Teng-Calleja, 2023; Weibel et
al.,, 2023).

3.3.6. Garantir a utilizac¢ao sustentavel, ética e a conformidade
legal da IA

A integracao da IA nas dinamicas organizacionais exige uma articulagao
rigorosa entre a inovagao tecnologica e os principios da sustentabilidade, ética e
conformidade legal. A sustentabilidade organizacional deve transcender a
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rentabilidade imediata e valorizar o capital humano e social como pilares da
resiliéncia institucional. A integracao da IA deve alinhar-se com os objetivos
ambientais, sociais e governamentais, 0 que exige uma atuagao estratégica e
coordenada da GRH na concecao e manutencao de ambientes laborais orientados
para o bem-estar a longo prazo (Cooke et al., 2022; Turja et al., 2022). O artigo de
Garibay et al. (2023) destaca ainda a emergéncia de quadros de governacao da
IA, orientados por principios como FIRE - Fairness; Integrity; Resilience;
Explainability — que incorporam valores humanos e ecologicos desde a concegao
e design até a implementac¢ao e monitorizagao continua dos sistemas.

A auseéncia de uma supervisao ética robusta pode institucionalizar formas
subtis de exclusao social, afetando desproporcionalmente grupos vulneraveis,
como pessoas com deficiéncia, mulheres em setores historicamente
masculinizados ou minorias étnicas e raciais (Bankins & Formosa, 2023; Fisher et
al., 2024). Neste contexto, a GRH deve atuar como mediadora estratégica,
assegurando uma postura critica e ética. E fundamental que as suas diretrizes
assegurem a inclusao, a dignidade humana e a prevencao da marginalizagao ou
discriminagao, garantindo que a tecnologia nao substitua capacidades humanas
essenciais, como o julgamento, a empatia e a integridade (Bankins & Formosa,
2023; Fisher et al., 2024; Garibay et al.,, 2023; Lukaszewski & Stone, 2024;
Nazareno & Schiff, 2021; Turja et al., 2022).

A conformidade legal ¢ indispensavel a utilizagao responsavel da IA. O
ritmo vertiginoso da inovagao tecnoldgica obriga a constante atualiza¢dao das
normas que regulam dominios como a protecao de dados, a privacidade, a
imputabilidade das decisdes automatizadas e os direitos laborais (Cooke et al.,
2022). A auséncia de uma regulamentacao internacional consolidada para a IA,
sobretudo fora da UE, cria zonas de incerteza juridica que impdem uma atuagao
diligente e criteriosa das organiza¢oes. A GRH pode contribuir para a elaboracao
de politicas internas solidas, juridicamente conformes e eticamente

comprometidas, capazes de antecipar exigéncias legais e salvaguardar os direitos
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fundamentais dos trabalhadores (Cooke et al., 2022). No quadro europeu
destaca-se o ‘Regulamento Geral sobre a Protecao de Dados” (RGPD), que reforca
a necessidade de mecanismos de governagao que assegurem o respeito pela
privacidade e pelos direitos individuais na utilizacao de dados pessoais (Garibay
et al, 2023). Neste enquadramento, a conformidade legal nao deve ser
compreendida apenas como um imperativo normativo, mas como uma
oportunidade estratégica para a consolidacdao de praticas organizacionais mais
justas e transparentes (Cooke et al., 2022; Garibay et al., 2023).

O compromisso ético-juridico pode ser operacionalizado através de
mecanismos de governacao algoritmica, como auditorias regulares. A IA deve
servir de apoio a decisao humana, exigindo a participacao de profissionais
qualificados ao longo do processo e a utilizacao de dados anonimos e agregados
(Cooke et al., 2020). Ferramentas sensiveis, como as de monitorizacao emocional,
devem ser apenas utilizadas mediante o consentimento informado do
trabalhador de modo a proteger a sua intimidade e dignidade (Cooke et al., 2020;
Garibay et al., 2023).

Por fim, a capacitagao dos trabalhadores deve ser encarada como um
direito e responsabilidade nas organiza¢des. A implementagao de politicas de
desenvolvimento de competéncias, alinhadas com os objetivos estratégicos da
organizacgao e as aspiragoes profissionais dos trabalhadores, podem mitigar o
efeito psicologico da automacao e reforcar culturas laborais centradas no bem-
estar, na equidade e na dignidade humana.

A andlise dos textos selecionados refor¢a o enquadramento tedrico quanto
aos riscos éticos e legais da IA, evidenciando a necessidade de monitorizagao
para evitar desigualdades estruturais (Lechardoy et al.,, 2023). Destacam-se
mecanismos de controlo ético e a primazia do julgamento humano, enquanto a
capacitagao é apresentada como essencial para uma transi¢ao digital equitativa e

inclusiva (Cooke et al., 2020; Garibay et al., 2023; Turja et al., 2022).
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Em sintese, a GRH afirma-se como eixo estratégico na intersecao entre a
inovagao tecnologica e o bem-estar laboral, assumindo simultaneamente fung¢oes
de mediacao, prote¢ao e promogao do capital humano. A implementacao da IA
requer praticas de gestao personalizadas, desde o recrutamento e avaliacao até a
formacao e desenvolvimento de competéncias, capazes de transformar
algoritmos e dados em instrumentos de capacitagao, envolvimento e resiliéncia
organizacional. Neste enquadramento, a responsabilidade ética, a
sustentabilidade (social e ambiental) e a conformidade legal tornam-se pilares
indissociaveis. A legislagaio, nomeadamente o RGPD, desempenha um papel
central, ao assegurar o respeito pelos direitos laborais, a protecao dos dados
pessoais e a transparéncia nos processos algoritmicos, transformando decisoes
tecnoldgicas em oportunidades de justica e equidade. A confianga organizacional
e o contrato psicologico tornam-se mecanismos tangiveis de mediagao, que
fomentam a transparéncia, clareza nas expectativas e a participagao ativa dos
trabalhadores. Esta conjugacao de personalizagao, ética, legislacao e capacitagao
evidencia que a GRH é uma forca estruturante para um futuro laboral mais

equilibrado, humano e sustentavel.
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Conclusao

A presente MAQ constitui uma investigacao baseada na analise e sintese
da literatura recente, que explorou a complexa relagao entre a IA, o bem-estar
dos trabalhadores e o papel estratégico da GRH. Num contexto de profunda
transformacao do trabalho, marcada pela crescente automacao e pelas novas
formas de interacdo humano-mdquina, este estudo procurou analisar
criticamente os efeitos da IA e fundamentar a responsabilidade da GRH na
promocao de uma integracao tecnoldgica ética, equilibrada e centrada nas
pessoas.

A analise da literatura permitiu estruturar os resultados em trés temas
principais. Primeiramente, destacou-se a influéncia da IA no trabalho, que nao se
limita a otimizacao de tarefas, mas reconfigura a propria esséncia do trabalho
humano. A distingao entre automacao (associada ao risco de substituicao), e
aumentacao (que complementa as competéncias), revelou-se central para
compreender o surgimento de fung¢oes hibridas e a crescente necessidade de
versatilidade profissional. Constatou-se também que praticas como a
personalizagao dos processos da GRH e o desenvolvimento dos trabalhadores
beneficiam da IA, embora o seu potencial dependa de uma implementacao
cuidadosa e eticamente sustentada.

O segundo tema abordou o efeito da IA no bem-estar dos trabalhadores,
evidenciando efeitos significativos nos dominios psicologico, emocional e social.
Fendmenos como o tecnostress, ansiedade ou burnout coexistem com
oportunidades de desenvolvimento e resiliéncia, refletindo a ambivaléncia
destas tecnologias. A discrepancia entre risco real e a perce¢ao de inseguranga,
bem como o papel da IA enquanto fator protetor e potencial catalisador da
mobilidade de carreira, refor¢a a importancia de uma gestao atenta as expetativas

individuais.
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Por fim, a GRH é perspetivada como agente estratégico e indispensavel na
gestao do efeito da IA no bem-estar laboral. A sua atuagao deve ir além da fungao
administrativa, promovendo politicas que integrem principios éticos,
conformidade legal, formacao continua, bem-estar psicoldgico e confianca
organizacional. Uma intervengao proativa da GRH revela-se crucial para mitigar
0s riscos e orientar a transformacao digital no sentido da justi¢a social e da
dignidade no trabalho.

Os estudos analisados revelam que a IA nao é apenas uma ferramenta de
otimizag¢do, mas uma forca que redesenha o mapa do trabalho, tecendo uma
tensao intrinseca entre a inexoravel procura pela eficiéncia e o fragil tecido do
bem-estar humano. Esta influéncia insinua-se na propria experiéncia vivida pelo
trabalhador com repercussdes na serenidade emocional, na seguranca
psicoldgica e na delicada percegao do valor individual. A literatura, longe de
oferecer um futuro distopico ou utdpico simplista, sublinha uma conclusao
essencial: estas transformacdes nao se movem por uma neutralidade benigna,
nem garantem um caminho inevitavelmente positivo, sdo moldadas pelas
intengoes e pelas escolhas.

A realizacao deste estudo apresenta algumas limitagdes inerentes a sua
natureza. Foram utilizadas duas bases de dados: EBSCO Discovery Service e
Scopus, o que ndo assegura exaustividade. Restringiu-se a artigos publicados em
portugués, inglés ou espanhol, excluindo artigos noutros idiomas
potencialmente relevantes. Também foram excluidos artigos quantitativos, uma
vez que a metodologia se restringiu a analise qualitativa. Além disso, a constante
evolucao daIA e a sua aplicagao nas organiza¢es implicam que a literatura esteja
em constante atualizacdo, o que pode limitar a validade a longo prazo de
algumas conclusoes. Ademais, artigos alheios a UE, Reino Unido e paises do
Espaco Schengen foram excluidos, restringindo a generalizagao a outros contextos
laborais, como os Estados Unidos da América ou a Asia. Por fim, enquanto

analise teorica, este estudo nao testa empiricamente as relagdes e eficacia das
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estratégias da GRH propostas, ao basear-se na sintese e interpretagao da
literatura existente.

Com base nestas limitagdes surgem indica¢Oes para investigacao futura.
Uma sugestdo centra-se na realizacdo de estudos longitudinais, que
acompanhem o efeito real das diferentes estratégias de adaptacao dos
trabalhadores a IA e no seu bem-estar, a médio e longo prazo. Outra sugestao
seria efetuar uma investigacao comparativa sobre a eficacia e as implicagoes de
diferentes quadros normativos, nos diversos setores e paises, para compreender
como é que as especificidades contextuais moldam os efeitos no bem-estar e o
papel da GRH. Outra vertente interessante seria compreender se o efeito da IA
em grupos especificos de trabalhadores (idade; qualificagao; tipo de contrato;
deficiéncia) pode revelar nuances importantes para a implementacao de praticas
de GRH.

Esta investigacdo centra-se, essencialmente, no papel da GRH na gestao
da influéncia da IA no bem-estar dos trabalhadores, propondo um mapa
conceptual e pratico que visa oferecer bases sdlidas para uma atuacao mais
consciente do bem-estar laboral. Reconhecendo que os contornos reais da IA
ainda se encontram em desenvolvimento e sao alvo de conhecimento cientifico
limitado, as propostas aqui apresentadas assumem, inevitavelmente, um carater
exploratorio, servindo como ponto de partida para estudos futuros. Este contexto
de incerteza torna ainda mais premente o fortalecimento do conhecimento
empirico disponivel, pois quanto mais factuais e detalhados forem os dados,
maior serd a consciencializacdo e sensibilizacado da GRH para conceber
estratégias eficazes e eticamente sustentaveis. Face ao desafio que a IA representa
para a GRH, a solidez do conhecimento sera o alicerce que permitira a GRH
desenvolver respostas humanizadas e responsaveis.

Os resultados indicam que a integragao da IA no trabalho nao se reduz a
um desafio técnico, mas constitui, antes uma transformacgao profunda nos planos

humano e organizacional. A investigacao revela trés aprendizagens centrais para
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a GRH que emergem da analise critica das dinamicas da IA: i) a importancia de
desenvolver politicas que coloquem o bem-estar, a seguranga psicologica e a
dignidade dos trabalhadores no centro da decisao tecnologica; ii) a necessidade
de promover praticas de comunicagao, formagao e participacao que reduzam a
ansiedade e reforcem a percecao de valor individual perante a mudanga; e iii) a
responsabilidade de assumir um papel ético e estratégico, orientando a inovagao
para que esta represente ganhos de eficiéncia mas também o progresso social.

A reflexao que se impoe ¢ que a GRH nado se limita a facilitar a
transformacao digital. Atua como agente de mediagao entre a tecnologia e o fator
humano, subjacente as decisdes que determinam se a IA se converte numa forga
de capacitacao ou de alienagao. Os resultados sugerem que a qualidade do futuro
do trabalho ira depender menos da sofisticagao dos algoritmos e mais de como
sao integrados no quotidiano laboral. Isto é, da capacidade de equilibrar a
tecnologia com sensibilidade ética, visdao estratégica e atencdao continua as
necessidades humanas. E um desafio que exige coragem, discernimento e
compromisso com a constru¢ao de organizagOes mais resilientes, inclusivas e
socialmente responsaveis. Espera-se um futuro em que a tecnologia se torna um
instrumento de capacitagao e nao de exclusao, consolidando uma organizagao

que protege e valoriza os seus ativos mais preciosos: as pessoas.
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Apéndice 1: Categorizac¢ao dos textos selecionados na MAQ com excertos

Temas Subtemas Definicoes Excertos Exemplificativos
Influéncia Redesenho do O redesenho do “Algorithmic management refers to a system of control where algorithms are given the
dalIA no trabalho trabalho no responsibility for making and executing decisions affecting labor, thereby limiting human
trabalho contexto daIA involvement and oversight of the labor process.” (Parent-Rocheleau & Parker, 2022)
refere-se as
alteracdes a “Al-powered algorithms differ from those previously used in traditional electronic management
nivel da and HRM systems. First, their ability to learn from their success and errors without human

concecao, da
organizacao e da
execucao dos
processos de
trabalho.
(Gordon &
Gunkel, 2024)

intervention makes them attractive in terms of autonomous operation and continuous
improvement. Second, Al algorithms have been found in some situations to outperform humans
in reaching very high levels of accuracy in decision-making, and to handle big and unstructured
data sets characterized by high velocity, volume, heterogeneity.” (Parent-Rocheleau & Parker,
2022)

“In sum, Al algorithms, largely powered by machine learning, differ from previous automated
decision-making devices in their high level of autonomy (requiring little human input), their
self-learning capacities, their potential for interconnectedness, and their ability to handle
massive and heterogeneous data in order to perform description, and prescription tasks.”
(Parent-Rocheleau & Parker, 2022)

“Also, the reduction of autonomy and job complexity observed after the implementation of
automated work sequencing system in manufacturing plants was namely attributed to the fact
that workers were no longer involved in the challenges related to the organization of tasks.”
(Parent-Rocheleau & Parker, 2022)

“Artificial intelligence (Al) is referred to as machine intelligence and demonstrated by humanoid
or non-humanoid robots that behave like humans, which can be applied in businesses to
improve and enhance operational efficiency.” (Prentice et al., 2019)

“The study confirms that Al can affect human tasks as a buffer but are not likely to replace
human jobs.” (Prentice et al., 2019)

“As artificial intelligence (AI) gains growing importance in our lives redesigning our work
places and increasingly powering things (...).” (Malik et al., 2021)

“Digital workspace has emerged as a new paradigm and enables employees to work both in
physical and cyberspace. It facilitates increased employee productivity. This work format will
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help employees save on useless commuting, give them more flexibility, enable them to manage
work and collaborate without any time and place constraints.” (Malik et al., 2021)

“Al has been decoded as the ability of a system to learn and interpret from digitized data.
Researchers have posited that Al can enhance the intelligence of employees by enabling them to
better comprehend and overcome complex situations. It helps in providing various alternative
solutions, thus aiding and abetting in the process of taking decisions. This support in arriving at
decisions empowers the employees to develop their creative skills while using machines for
routine tasks. Thus global businesses with qualified employees expect Al to provide
multifaceted benefits for their business.” (Malik et al.,, 2021)

“Multiple sectors have benefitted from notable advancements in Al, robotics and automation.
The emergence of these technological interventions has touched and had an impact on service
sectors like hospitality and tourism as well.” (Malik et al., 2021)

“New jobs can also be created by integrating Al into workplace processes and systems. (...}
companies that deploy advanced Al systems will need a cadre of employees who can explain
the inner workings of complex algorithms to nontechnical professionals. However, while
emerging jobs are created, some traditional jobs may be lost through AI integration in the
workplace. For example, McKinsey Global Institute has predicted that approximately 800
million jobs could be restructured and redesigned, and lost in this process as early as 2030,
because of the continuing integration of Al in modern workplaces (...)."” (Presbitero & Teng-
Calleja, 2023)

“(...) the continuing incorporation of Al in workplaces and suggests that new ty pes of jobs will
emerge that require new sets of competencies to enable effective adaptation to novel ways of
working. (...) employees should be able to work effectively with Al, particularly delegating the
manual aspects of work to Al while maintaining for human labor oversight functions in relation
to adhering to social and ethical norms and standards.” (Presbitero & Teng-Calleja, 2023)

“(...) workplace activity (that) isn't taken over by automation is complemented by it-making
each remaining human task more valuable. (...) strong complementarities between automation
and labor canincrease productivity, raise earnings, and augment demand for labor.” (Nazareno
& Schiff, 2021)

“(...) "Al will free up workers to be more creative and to do more unstructured work,” while
Berg, Buffie, and Zanna argue that automation complements ‘jobs that place a premium on
creativity, flexibility, and abstract reasoning.’ If these perspectives are accurate, technological
complementarity spells positive consequences for worker well-being.” (Nazareno & Schiff, 2021)
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“It suggests that, while work may be getting easier, it is not becoming better. Instead, high levels
of automation may reduce the difficulty of one’s work, but at the cost of inducing a relative
increase in repetitive, boring, or insufficiently challenging tasks.” (Nazareno & Schiff, 2021)

“In the mainstream literature, Al is often conceptualized as having a two-fold purpose: to take
over simple jobs or routine tasks from humans (commonly referred to as automation), and to
assist humans in more complex tasks, such as data analysis and decision-making (commonly
referred to as augmentation).” (Einola & Khoreva, 2020)

“Hence, the co-existence of humans and Al leads to emerging hybrid workplace ecosystems
where it may be difficult, or even impossible, to distinguish between humans and IA or their
respective learnings and actions.” (Einola & Khoreva, 2020)

“This discussion leads to the assumption that the co-existence causes important changes in
human job roles.” (Einola & Khoreva, 2020)

“Simultaneously, general human skills that complement Al, such as creativity, common sense,
and advanced communication, as well as integration skills, such as Al literacy, become
important. The coexistence of humans and Al changes, thereby, (re)-creates and replaces human
job roles.” (Einola & Khoreva, 2020)

“Automation and augmentation are inseparable parts of the same picture needed to move the
company forward in its long-term Al implementation process. This included making
corresponding changes in human jobs, skills, and tasks that enmeshed employee groups in
different tasks and altered daily work routines.” (Einola & Khoreva, 2020)

“It has been postulated that the large-scale application of Al systems might lead to unprecedent
economic and social implications, disrupting the job market irrespective of whether these
applications are substitutes, complements, or extensions of existing jobs.” (Garibay et al., 2023)

“The results showed that introducing substitutive decision-making AI systems can empower
less qualified employees by enabling them to complete tasks they would otherwise not be able
to perform, but also deskill well-qualified employees by reducing the required skills needed for
their jobs” (Garibay etal., 2023)

Transformacao do
processo de
desenvolvimento

A integragao de
sistemas de [A,
como os chathots,
torna a interacao
mais eficaz e
natural, na

“(...) being empowered to change or intervene in an algorithmic decision can overcome the
aversion reaction sometimes developed by algorithm’ users.” (Parent-Rocheleau & Parker, 2022)

“For instance, the ability to check or to comment on collected data has been identified as been
identified as a key feature to improve acceptance of monitoring systems by employees
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medida em que
facilita
processos de
coaching com
respostas
precisas e
alinhadas aos
objetivos
organizacionais
(Terblanche,
2020)

(Backhaus, 2019), and is likely to foster their sense of autonomy in their work.” (Parent-
Rocheleau & Parker, 2022)

“(...) even a very small amount of power of intervention or modification can significantly
modify one’s reaction and performance when working with the algorithm.” (Parent-Rocheleau
& Parker, 2022)

“the capacity to influence or exert some form of control over the system might considerably
improve the autonomy, task significance and job complexity of workers exposed to AM
systems.” (Parent-Rocheleau & Parker, 2022)

Al permeates various industries and has potential to generate substantial financial profitability

for businesses, particularly in the service sectors such as(...) human recourses recruitment (...).
(Prentice etal., 2019)

“Although AT has become a buzz word to improve business operations, it is human intelligence
with regards to emotional abilities that plays a dominant role in managing employees.” (Prentice
etal., 2019)

“(...) coaching is defined as a human development process that involves structured, focused
interaction and the use of appropriate strategies, tools and techniques to promote desirable and
sustainable change for the benefit of the client and potentially for other stakeholders.”
(Terblanche, 2020)

“A conversational agent or chatbot is defined as a computer programme thatinteracts with users
via natural language either through text, voice, or both.” (Terblanche, 2020)

“Chatbots typically receive questions in natural human language, associate these questions with
a knowledge base, and then offer a response.” (Terblanche, 2020)

“Various terms are used to describe chatbots, including conversational agents, talkbots, dialogue
systems, chatterbots, machine conversation systems and virtual agents.” (Terblanche, 2020)

“(...) Al Coaching provides a wide range of strategies and techniques intended to help
individuals achieve their goals for self-improvement and can potentially play an essential role
in supporting behavioural change. Other advantages of chatbots coaches include the possibility
of interacting anonymously, especially in the context of sensitive information. People who
interact with chatbots may therefore feel less shame and be more willing to disclose information,
display more positive feelings towards chatbots and feel more anonymous, as opposed to
interacting with real humans. This especially important in organisational settings where
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different stakeholders are involved in the coaching process and coaches are often caught
between the firm's expectations and their ownneeds.” (Terblanche, 2020)

“Al Coaching combines the paradigm of empowering people and enhancing self-regulation
while simultaneously entering their sphere.” (Terblanche, 2020)

“As a result, the Al design cycle is a continuous process and requires perpetual oversight as part
of the design framework to preserve alignment of system goals and objectives with user values
and goals” (Garibay etal., 2023)

Tecnofobia e
tecnofilia

Asnovas
tecnologias
geram 0 mesmo
nivel de
entusiasmo e
conforto, bem
como medo e
desconforto.
Esta
ambivaléncia é
expressa pela
tecnofobia
(rejeicao efou
evitacao da
tecniologia) e
pela tecnofilia
(atracaoe
adocao
entusiastica da
tecnologia.
(Martinez-
Corcoles et al.,
2017)

“Technological changes can be perceived as useful, meaningful, and satisfactory by employees,
but this usually requires a high level of motivation.” (Turja et al., 2022)

“This includes supporting their livelihood and working conditions as the primary work-related
physio- logical needs of employees as well as feelings of competence, autonomy, and social
relatedness, which are the basic psychological needs of all humans.” (Turja et al., 2022)

“Hypothetically, one may feel an inadequate amount of autonomy at work if a robot dictates the
working pace. Additionally, preferring not to use robots is typically assuaged when people are
anxious about robots, which makes mandatory robot use a possible encroachment on one’s
autonomy. On the other hand, autonomy can be supported by new technology if it brings about
better opportunities to organize and schedule one’s job. Similarly, new technology has its pros
and cons in moderating feelings of competence. Perceived competence may be reduced if
technological changes are perceived as difficult to adopt and learmn.” (Turja et al., 2022)

“Automation has inculcated a fear of the unknown as well as loss of jobs among employees.
Organizations must address these insecurity issues, by a gradual and phase-wise adoption of
digital interventions, while upskilling and training the employees.” (Malik et al., 2022)

“Prominent adverse impacts of the adoption of Al like the potential risk of data security
breaches, drastic organizational changes resulting from digital transformations and job risk and
insecurity often trouble the employees.” (Malik et al., 2022)

“However, positive impacts like work-related flexibility and autonomy, creativity and
innovation, and overall enhancement in job performance are also identified.” (Malik et al., 2022)

“(...) theimplementation of Al that leads to workers perceiving that their contract is alienational
will move organizations away from rather than towards the achievement of SDG 8.” (Braganza
et al., 2021)
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“There are deep tensions between development and preservation. For our purposes, these
tensions play out in the development and implementation of Al technologies, driven by the need
for productivity improvements, which are measured by the amount produced for each hour
worked.” (Braganza et al., 2021)

“Organizations such as Amazon, Uber and similar multi-platform companies have
demonstrated significant economic benefits to be gained from catering to consumers’
expectations of faster delivery times, ease of purchasing and returning products and tailoring
recommendations.” (Braganza et al., 2021)

“Employees may react positively or negatively to proposed changes depending on their
assessment of the likely outcomes of the change for the wider organisation, self-interest and
politics, responses to the way in which the change is introduced and psychological and
emotional factors.” (Niehueser & Boak, 2020)

“Psychological and emotional factor concerning technological change may include
‘technophobia’ — an overall anxiety about interactions with computer-related or advanced
technology —and —’technophilia’ — a strong enthusiasm for technological change, especially new
technologies.” (Niehueser & Boak, 2020)

“(...) even when people feel that they can cope well With new technology, changes in
technology are often faster than the cognitive abilities of a human to learn or adapt. As a result,
this will create a gap between individuals’ skillsand technology that is introduced, which might
be associated with technophobia.” (Niehueser & Boak, 2020)

“The issue of resistance to or adoption of a new technology is (...) a series of factors that will
influence an individual’s intention to use a new technology. The factors include the perceived
value, and the perceived ease of use of the technology and perceptions of the attitudes of
management and colleagues towards the change. The models have been used, sometimes with
further elaborations, in a variety of setting, including education, medicine and law
enforcement.” (Niehueser & Boak, 2020).

“In contrast, the second narrative presents technology as a means of reducing human labour on
repetitive tasks while increasing the meaningfulness and importance of human potential in
organizations, thereby creating a more positive employee experience. Qur paper rejects such a
deterministic perspective and outlines how the potentially negative effects of datafication
technology can be mitigated or even reversed.” (Weibel et al., 2023)
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“Our paper explores how employees’ trust in their employer is potentially jeopardized by the
use of datafication technology and how organizations can react by more actively managing core
trust issues.” (Weibel et al., 2023)

“In recent years, technological intensity in the workplace has dramatically increased, inspiring
a lively debate on this ongoing transformation and its possible merits and drawbacks. (...)
scholarly discussion of the trade-off between the merits and drawbacks of datafication
technology mirrors the ongoing societal debate, which ranges from utopian to dystopian
perspectives.” (Weibel et al., 2023)

Efeito da
IA no
bem-estar
dos
trabalhad
ores

Satisfacao no
trabalho

A
reconfiguracao
da satisfagao no
trabalho no
contexto da IA
refere-se as
alteracoes nas
condicoes de
trabalho que
influenciam o
nivel de
satisfacao dos
trabalhadores.
(Bester, 2019)

“Job satisfaction refers to and individual’s overall view of their job and can be quantified in the
form of a subjective satisfaction rating.” (Turja et al., 2022)

“Employee job satisfaction and readiness for organizational or techno- logical changes have a
dynamic relationship that is not always consistent and is, therefore, in need of additional
research. Likewise, satisfaction with basic psychological needs has a strong positive connection
to job satisfaction per se, but the mechanism has yet to be studied in the context of robotization.”
(Turja etal., 2022)

“Robotization entails mechanisms that can be supporting or frustrating when it comes to the
perceived realization of psychological needs, therefore affecting job satisfaction. In addition to
the present- tense question of 'how satisfied one is with their work,” job satisfaction has the
dimension of future prospects, where the opportunities to develop in the job are evaluated.
Future-oriented job satisfaction is especially relevant regarding robotization owing to the robots’
gradual diffusion into a wider range of industries, where not only are the functionalities of pure
technological systems present, but also the dynamisms of mutual interactions and individual
behaviors. Subjective future- oriented job satisfaction also includes assessing the opportunities
the job will offer in the months and years to come. The psychological basic need for autonomy
plays a particular role in future-oriented job satisfaction.” (Turja et al., 2022)

“Realized psychological needs demonstrated their consistent importance in people’s working
lives by being positively associated with job satisfaction in both robotized and non-robotized
organizations.” (Turja et al., 2022)

“Actions supporting autonomy: Supporting employee autonomy is important during and after
robotizing work, especially for those working in science, office work, or the retail trade. On the
one hand, autonomy is a prerequisite for job satisfaction and wellbeing, and on the other hand,
job satisfaction and wellbeing are prerequisites for motivation and productivity.” (Turja et al.,
2022)
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“By definition, robotization is a resource for work, as it is meant to support physical,
psychological, social, and organizational conditions and to lighten the workload. Resources such
as robotization play a part in work motivation when they successfully contribute to employees’
positive development and foster the basic psychological needs of perceived autonomy,
relatedness, and competence. Technological changes can be perceived as useful, meaningful,
and satisfactory by employees, but this usually requires a high level of motivation.” (Turja et al.,
2022)

“Committing to the socially responsible principles of robotization, employers strive to support
employee motivation and wellbeing during and after work-related changes. This includes
supporting their livelihood and working conditions as the primary work-related physiological
needs of employees as well as feelings of competence, autonomy, and social relatedness, which
are the basic psychological needs of all humans.” (Turja et al., 2022)

“Maslow’s hierarchy of needs theory and its famous pyramid of human needs are classics when
it comes to understanding how work- place conditions have the means to satisfy employee
needs. In Maslow's theory, employees move up the hierarchy of needs. If the basic needs of
survival and safety are met, an individual is ready to be motivated by social belonging and other
psychological needs. In this study, we move from Maslow’s theory of motivation and needs to
studies that come with more empirical evidence about basic human needs in the workplace.”
(Turja et al., 2022)

“Job satisfaction refers to an individual’s overall view of their job and can be quantified in the
form of a subjective satisfaction rating. Employee job satisfaction and readiness for
organizational or technological changes have a dynamic relationship that is not always
consistent and is, therefore, in need of additional research. Likewise, satisfaction with basic
psychological needs has a strong positive connection to job satisfaction per se, but the
mechanism has yet to be studied in the context of robotization.” (Turja et al., 2022)

“Competence is especially challenged in robotization through proletarianization, where certain
occupations now have a ceiling effect on the skills to develop. The ceiling effect refers to
robotized processes that change the roles and skill demands of human workers, for example, by
changing manual work into monitoring work. This blurs the differences between junior and
more experienced workers and can be viewed as a risk to feelings of competence. Nevertheless,
robots can also support feelings of competence if they manage to change their work in such a
way that individual workers have greater opportunities to use their skills, creativity, and
expertise. Finally, social relatedness may suffer from technology, for example, when meetings
are changed into online meetings. However, technological solutions also enable more
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opportunities for social participation, especially for people who are physically challenged or for
whom it is difficult to travel daily.” (Turja etal., 2022)

“Robotization entails mechanisms that can be supporting or frustrating when it comes to the
perceived realization of psychological needs, therefore affecting job satisfaction. In addition to
the present- tense question of “how satisfied one is with their work,” job satisfaction has the
dimension of future prospects, where the opportunities to develop in the job are evaluated.
Future-oriented job satisfaction is especially relevant regarding robotization owing to the robots’
gradual diffusion into a wider range of industries, where not only are the functionalities of pure
technological systems present, but also the dynamisms of mutual interactions and individual
behaviors. Subjective future- oriented job satisfaction also includes assessing the opportunities
the job will offer in the months and years to come. The psychological basic need for autonomy
plays a particular role in future-oriented job satisfaction. In addition to the effects on job
satisfaction, a perceived high level of autonomy has been found to predict employees’
innovative mindsets and performance.” (Turja et al., 2022)

“Our hypothesis and prior studies were supported by how participants were more satisfied with
their monetary compensation if they worked in a robotized organization. The psychological
needs of competence, autonomy, and relatedness were met more frequently in non-robotized
organizations than in robotized organizations.” (Turja et al., 2022)

“Supporting employee autonomy is important during and after robotizing work, espedially for
those working in science, office work, or the retail trade. On the one hand, autonomy is a
prerequisite for job satisfaction and wellbeing, and on the other hand, job satisfaction and
wellbeing are prerequisites for motivation and productivity. Cooperation negotiations between
employers and employees are advisable to ensure that the changed work (still) offers employees
the opportunity to influence their own work.” (Turja et al., 2022)

“Such monitoring of numerous features of employees’ attitudes, behaviors, performance, and
emotions has largely been viewed as a pervasive form of surveillance, focused on controlling
employees, which can correspond to a stress-related emotional demand.” (Parent-Rocheleau &
Parker, 2022)

“Altogether, the pro- posed model can not only can guide future research, but also can be used
to help HR managers and system designers to ensure that the procurement and implementation
of algorithmic management is done in a way that maintains or creates motivating work for
workers,” (Parent-Rocheleau & Parker, 2022)
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“EI exhibited in employees is related to organisational outcomes including job satisfaction,
performance, organisational commitment.” (Prentice et al., 2019)

“El is positively related to job satisfaction because it affects one’s ability to succeed in coping
with environmental demands and pressures, thus managing stressful work conditions
(emotional labour). EI also has a positive effect on employee commitment because EI facilitates
communication, and emotionally intelligent people make others feel better suited to the
occupational environment. It has also been found that job satisfaction and commitment are
common precursors of employee retention.” (Prentice et al., 2019)

“El has been widely acknowledged as a valid predictor of employee performance and job
satisfaction. (...) Employees with a high level of EI are able to manage the encounter with
customers and create a positive customer service experience, which affects their evaluation of
employee service performance and their satisfaction with the employees and the hotel itself.”
(Prentice et al,, 2019)

“Employees with a high level of EI suffer fewer negative consequences from performing
emotional labour, hence, have more positive attitude. (...) EI has been acknowled ged as a valid
predictor of employee attitudes and behaviours (e.g. job performance, organisational
commitment, employee retention).” (Prentice et al., 2019)

“Individuals with a high level of EI tend to enjoy life satisfaction, better personal and social
relationships, and career success.” (Prentice et al.,, 2020)

“El exhibited in employees is related to organisational outcomes including job satisfaction,
performance, organisational commitment.” (Prentice et al., 2020)

“However, El is positively related to job satisfaction because it affects one's ability to succeed in
coping with environmental demands and pressures, thus managing stressful work conditions
(...). El also has a positive effect on employee commitment because El facilitates communication,
and emotionally intelligent people make others feel better suited to the occupational
environment (...). It has also been found that job satisfaction and commitment are common
precursors of employee retention.” (Prentice et al., 2020)

“EI has been widely acknowledged as a valid predictor of employee performance and job
satisfaction.” (Prentice et al., 2020)

“Employees with a high level of El are able to manage the encounter with customers and create
a positive customer service experience, which affects their evaluation of employee service
performance and their satisfaction with the employees and the hotel itself.” (Prentice et al., 2020}
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“Employees with a high level of EI suffer fewer negative consequences from performing
emotional labour, hence, have more positive attitude (...) employees must be able to understand
their own emotions and have the ability to utilise their emotions to manage the internal
encounter that involves interactions with co- workers.” (Prentice et al., 2020)

“Employees bear the onus of managing their emotions and demands so that an optimal outcome
can be reached, benefiting both the organisation and the customers. This onus entails employees
understanding their own emotions before they are able to assess others’ emotions as indicated
in self-emotion appraisal, and then using their own emotions to guide their behaviours as
indicated by the utilisation of emotions. This capacity enhances their service performance.”
(Prentice et al., 2020)

“This understanding helps employees to manage emotions, turning negative emotions to more
sitive emotions and to then reinforce positive emotions.” (Prentice et al., 2020
po F

“(...) an increase in the number and variety of tasks that operators perform is associated with an
increase in their responsibilities with respect to work processes. This increase in responsibilities
leads to increased satisfaction among operators, consequently making them feel more involved
in the company’s processes (...)" (Gmini et al., 2022)

“(...) the lean philosophy largely employs workers’ empowerment and involvement to increase
employee satisfaction so that employees continue to strive for improvement and proactively
con- tribute to process efficiency.” (Gimini et al., 2022)

“(...) focusing on the role that people development plays could impact their feelings of being
involved in the companies’ processes, generating in them a desire to learn. Moreover, the Lean
Philosophy leverages the most fundamental Job Enrichment strategies, i.e., acquisition of new
skills through learning and training, to increase workers’ job satisfaction.” (Cimini et al., 2022)

“(...) two classes of factors influence workers' satisfaction and dissatisfaction, with consequent
impacts on their job performance. Hygiene factors, i.e. the elements that concern the context or
environment in which a person works, can be adopted to prevent job dissatisfaction, including
better salaries or benefits, a comfortable environment and reduced work hours. However, they
are not sufficient to motivate employees, just as good hygiene does not create good health in
itself, though the lack of it might lead to disease. Furthermore, motivators, i.e. factors related to
what a person does at work, are necessary and might include the worker's responsibilities, job
advancement and a variety of activities and tasks.” (Cimini et al., 2022)

“However, leamj_ng practices are viewed as one of the main factors influencing prot'essional
growth and job satisfaction. Finally, Job Enrichment does not necessarily elicit job satisfaction,
given that highly skilled professionals’ jobs are very complex in nature, and some employees
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prefer job security, shorter workdays and higher wages over autonomy and responsibilities.”
(Cimini et al., 2022)

“The first loop emphasises how operators’ correct involvement could increase their
responsibilities and, consequently, their satisfaction, noting that more-satisfied operators mean
a more involved workforce. The second loop demonstrates how increased level of involvement
also could stimulate operators’ inclination toward learning new elements and improving their
competencies, which could lead to increased satisfaction that helps augment operators’
involvement. (...) the emergence of a third loop indicating that an increase in the number and
variety of tasks that operators perform is associated with an increase in their responsibilities
with respect to work processes. This increase in responsibilities leads to increased satisfaction
among operators, consequently making them feel more involved in the company’s processes by
enhancing their propensity to improve their skills through learning, as the first two described
loops already have indicated.” (Cimini et al., 2022)

“While automation and Al may provide some benefit to workers, the history of technological
adoption in the workplace and literature on socio-technical systems suggest more complicated
and mixed impacts on well-being, including in dimensions such as worker stress, job
satisfaction, and overall health.” (Nazareno & Schiff, 2021)

“Some factors that increase stress, for instance, also increase job satisfaction. An example is a job
that requires a worker to solve puzzles or address challenging situations: while facing these
challenges may be stressful, overcoming them is rewarding and satisfying.” (Nazareno & Schiff,
2021)

“Autonomy is associated with increases in stress as well as job satisfaction and health, which
aligns with the idea that more challenging work can create better work.” (Nazareno & Schiff,
2021)

“Our most important contribution to scholarly and public discourse may be the finding that
complementarity is not a uniform good, just as substitution of workers perhaps should not be
considered a uniform bad. Instead, the hypothesis which appears to best fit the evidence is the
loss of meaningfulness hypothesis (H3), in which more automation makes work easier, but at a
cost.” (Nazareno & Schiff, 2021)

“Instead, the hypothesis which appears to best fit the evidence is the loss of meaningfulness
hypothesis (H3), in which more automation makes work easier, but at a cost. Though we do not
establish statistically significant negative effects on job satisfaction in our most conservative
models, the general trend is negative or neutral at best.” (Nazareno & Schiff, 2021)
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“Complementarity of human and machine does not appear to be a straightforward case of
positive symbiotic interaction. Workers who are complemented by automating technologies do
not appear to be more satisfied with their work (...)"” (Nazareno & Schiff, 2021)

Enriquecimento
do trabalho

O
enriquecimento
do trabalho com
a introdugao da
IA refere-se a
capacidade de a
tecnologia
assumir tarefas
rotineiras e
repetitivas,
permitindo que
os trabalhadores
s& concentrem
em atividades
mais
desafiadores e
criativas. Essas
alteracoes
podem
enriquecer ou
empobrecer as
fungoes
desempenhadas.
(Bester &
Stander, 2021)

“Meaningful work is the perception that one’s work has worth, significance, or a higher purpose,
and this typically requires the coordinated exercise of varied and complex skills to benefit others.
Providing opportunities for meaningful work supports positive outcomes for workers and is
ethically important as a basis for human wellbeing and flourishing.” (Bankins & Formosa, 2023)

“Meaningful work can be viewed as ethically significant either because it is intrinsically valuable
(first basis), or because it is a constitutive element of a broader good (second basis), or because
itis an instrumental good that leads to other valuable goods (third basis).” (Bankins & Formosa,
2023)

“(...) three key paths through which Al will shape humans’ experiences of meaningful work. In
the first path, Al assumes some tasks (either simple or complex) while workers remain engaged
elsewhere in the (roughly similar) work process. This is akin to Al replacing humans in some
tasks. (...) In the second path, Al assumes a set of tasks resulting in new human work focused
on “tending the machine”. This is akin to creating new types of tasks for workers. (...} In the
third path, Al*amplifies’ or “assists’ workers by improving how human workers do their existing
work. This is akin to Al assisting workers with their tasks and/or augmenting and enhancing
workers’ abilities.” (Bankins & Formosa, 2023)

“(...) through each of these three deployment pathways, Al use will impact the five dimensions
of meaningful work. While individual jobs could experience elements of all three paths (e.z.,
some replacing, some ‘tending the machine’ work, and some amplifying) and some overlap may
occur (e.g., Al replacing a rote human task also assists the worker) (...).”(Bankins & Formosa,
2023)

“First, we consider the path of Al taking over some tasks while leaving workers engaged in other
work. The tasks the Al assumes could be simple or complex (or anything in between), but the
predominance of narrow Al means it is mainly deploved to replace humans in specific narrow
tasks. An espoused benefit of Alis its ability to undertake simple tasks that are often boring and
unchallenging for humans, such as collaling information for meetings or assessing fruit quality.
(...) In contrast, if workers shift to new but similarly complex or even more significant tasks
elsewhere in the work process, then this should support task integrity as the worker continues
to contribute meaningfully to work outcomes.” (Bankins & Formosa, 2023)

“Second, we consider the path of workers 'tending the machine’, whether in ‘'managing’ or
‘minding’ forms. ‘Man- aging the machine’ work should enhance (..) administrative
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responsibility, through offering a wider scope and variety of duties. This should enhance task
integrity where the shift to coordination and buffering work provides opportunities for
integrated and challenging activities across training, explaining, and sustaining roles through
supervisory work, technology oversight, exceptions management, and cross-functional
coordination of entire work processes. (...) In contrast, rather than generating more complex and
interesting human work, ‘minding the machine’ produces a more benignant role for humans
through more mundane and rote tasks. This would reduce task integrity as workers become
more distanced from their work outcomes.” (Bankins & Formosa, 2023)

“Third, when Al amplifies workers’ abilities to do their current tasks, positive impacts on task
integrity and skill cultivation and use should ensue.” (Bankins & Formosa, 2023)

“In terms of the beneficence principle, there can be significant benefits for employees when Al
use supports the various dimensions of meaningful work. When Al amplifies a worker's skills
it can support them to complete their tasks, undertake more complex tasks, and utilise higher-
order thinking and analysis skills (task integrity and skill cultivation and use). It can also afford
workers the opportunity to achieve better outcomes and enhance the positive impact of their
work on beneficiaries (task significance), give them more control over their work through
improved access to information (autonomy), and potentially generate new connections with
other workers and stakeholders (belongingness).” (Bankins & Formosa, 2023)

“In terms of the autonomy principle, across each path we show how autonomy is supported
when Al is used to free up humans to focus their time on other more valued tasks, allows them
to develop new or enhanced autonomy competencies, and gives them more control over their
work. In particular, the task replacement, ‘managing the machine’, and amplifying paths that
afford employees access to better data and information, the opportunity to engage in more
interesting work, and exercise more control over how their work is done, can all promote
autonomy as a dimension of meaningful work.” (Bankins & Formosa, 2023)

“(...) Job Enrichment mainly refers to increasing workers' responsibilities and autonomy,
making them more involved in decision-making to increase their satisfaction.” (Cimini et al.,
2022)

“(...) Job Enrichment was viewed as a tool to give workers increased responsibility and
autonomy by involving them more in decision-making processes to increase their satisfaction.
(...) Job Enrichment aims to elicit vertical growth in the worker, creating autonomy and control
over the firm, plant or department. For this reason, Job Enrichment also is called *Vertical Job
Loading’ and allows workers to perform managerial and supervisory functions. Considering
that the operator gains a deeper understanding of the production processes under which they
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work, they can make decisions and intervene autonomously if problems arise.” (Cimini et al.,
2022)

“Historically, companies have embraced Job Enrichment as a way to delegate responsibilities
and increase satisfaction.” (Cimini et al., 2022)

“Job Enrichment can be defined as job design technique characterized by adding responsibility
and control on the production process to an existing role in order to increase the satisfaction and
involvement of the employee. (...} Job Enrichment also presents some drawbacks. (...) the
increased responsibility and autonomy assigned to employees can create stress and frustration,
particularly if the worker is not trained adequately” (Cimini et al., 2022)

Tecnostress

O tecnostress e
definido como
uma doenga
modema de
adaptagao
causada pela
incapacidade do
individuo para
lidar com as
novas
tecnologias de
forma saudavel.
{Ahmad &
Amin, 2012)

“Based on the early evidence regarding the effects of AM on job demands, we focus on workload
(e.g., the intensity of work and the amount of tasks to carry out), physical job demands (e.g., the
use of physical strength required or the fatigue induced by the job), emotional demands (e.g., a
job requirement to hide one’s emotions), and job insecurity, which is increasingly viewed by
scholars as an important and typical hindrance stressor and demand emanating from work,
defined as a concern about the future permanence of the job.” (Parent-Rocheleau & Parker, 2022)

“Monitoring refers to the systems, people and processes used to collect, store or analyze and
report the actions or performance of individuals or groups on the job. One key advantage of
artificial intelligence algorithms in monitoring is their ability to analyze and process
automatically and rapidly massive amounts of heterogeneous data about workers’ actions,
behaviors or performance. Al-driven algorithmic monitoring thus allows to collect and record a
vast array of new information and metrics, such as emotions, movements, sleep time, physical
and health condition, social media activity, internet browser history, employees’ calendar, stress
levels, posture, ergonomics and safety threats during work, real-time work space usage or desk
usage, cognitive or physical employees’ workload, and workers’ engagement in their work.”
(Parent-Rocheleau & Parker, 2022)

“Because data collected through monitoring devices is often used to assess their performance,
workers sometimes tend to work for data, focusing more on the tasks being monitored and
eluding the ones that are not, which can hamper task variety. A similar consequence of narrow
algorithmic monitoring systems is a greater emphasis on quantified work objectives at the
expense of other and potentially meaningful aspects of one’s job, reducing the autonomy of
workers in the choice of their work methods as observed in previous studies in algorithmically-
monitored contexts.” (Parent-Rocheleau & Parker, 2022)

“Such systems used, for instance, to monitor and optimize warehouse workers hands and arms
movements, or to track different features of parcel delivery process such as the geolocation, the
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cleanliness of the trucks and the weight and size of each package are likely to simplify workers
jobs or solving problems for workers, hampering job complexity and problem-solving
opportunities.” (Parent-Rocheleau & Parker, 2022)

“As a result of this assessment, the system shows instant instructions about particular emotional
cues to be displayed or of speech rhy thm adjustment, taking away workers' challenge to identify
customers’ mood and to use their judgement or creativity in the response. Such monitoring of
numerous features of employees’ attitudes, behaviors, performance, and emotions has largely
been viewed as a pervasive form of surveillance, focused on controlling employees, which can
correspond to a stress-related emotional demand.” (Parent-Rocheleau & Parker, 2022)

“Such workers voice or control might only be possible if there is human responsibility in the
decision loop. For instance, the importance for organizations to have an algorithmic auditor,
responsible for the surveillance, control, auditing and altering of management algorithms is
rapidly gaining interest in recent literature. The ability to contest prejudicial or erroneous
algorithmic compensation or termination decisions might also help to protect workers'
autonomy, as well as lower the probability of stressful job demands such as job insecurity.”
(Parent-Rocheleau & Parker, 2022)

“The term ‘technostress’ is described as a modern-day malady (...) and as stress that is caused
by an employees’ inability to handle organizational demands of (...) constant connectivity, a
variety of new applications (difficult to comprehend), multitasking, information overload, high
level of uncertainty, job insecurities and technical problems.” (Malik et al., 2021)

“(...) conducted a detailed study on technostress and identified five factors that lead to
technostress: techno-invasion (refers to an invasion into privacy and personal life by all-
pervasive technology interventions and the employee can be reached anywhere and anytime),
techno-overload (use of technology forces people to work more and faster), techno-complexity
(complex computer systems are difficult to understand, hence understanding and learning
requires a lot of effort by the employees, leading to stress), techno-uncertainty (short life cycles
of computer systems require employees to constantly upgrade and re-learn) and techno-
insecurity (employees feel threatened about losing their jobs to more technically savvy
counterparts).” (Malik et al., 2021)

“Excessive inroads of ICTs into our personal time and space may have unintended
consequences, in terms of stress and social isolation. A clinical psychologist proposed the
concept of technostress and explained it as a modern day ailment resulting from an individual's
inability to handle ICTs in a healthy manner. Workplace stress leads to several health issues
while having an impact on quality of life.” (Malik etal., 2021)
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“Stress among employees may be caused due to digitization of office work using technological
interventions like Al or increased workload. It could also be a combination of both factors.
Technostress could result from an overwhelming feeling of urgency, heightened expectations
from employees and organizations rewarding very hard-working employees, who remain
connected and accountable at all points of time. This stress can have several detrimental fallouts
like mental exhaustion from work, commitment issues and turnover intentions. (...) technostress
may result in reduced job satisfaction, lower commitment and productivity.” (Malik et al., 2021)

“Digitization has resulted in ubiquitous technostress in organizations, hence there is a need to
design and develop organizational interventions to combat this menace and benefit from its
beneficial aspects. As complex technological interventions continue to overwhelm
organizational human resources, it is vital to develop a detailed understanding of negative
impacts like technostress along with the positive aspects. (...) These challenges confront top
managements of organizations at every step such as recruitment, training, career development
and so on.” (Malik et al., 2021)

“Several researchers have posited a plethora of antecedents as well consequences for
technostress. Some important causative factors are information overload and excessive work
overload which lead to frustrated and demotivated employees and poor work performance.
Individual personality traits are also known to play a role in the way people experience
organizational stress and their coping mechanisms.” (Malik et al., 2021)

“Modern-day organizations' quest to stay relevant with times has resulted in over- dependence
on technological interventions and their burning need to incorporate these in their
organizational processes. This has consequentially resulted in employees constantly striving to
adapt to these new technologies. This omnipresent and all-pervasive incorporation of
technology in all workflows has left the employees feeling overwhelmed with the mental and
psychological effort required for coping with all this. This cognitive response comprising of
feelings of demotivation and depression hasbeen referred to as technostress.” (Malik et al., 2021)

“There may be multifarious reasons for this stress like constant connectivity, a variety of new
applications (difficult to comprehend), multitasking, information overload, high level of
uncertainty, job insecurities and technical problems. These causal factors could be related to the
organization like an individual’s job-related demands and job control. Besides job-related
factors, excessive use of technology could also cause stress (technostress).” (Malik et al., 2021)

“As the adoption of Al systems increases in industries, technologies like the ‘Robotics
Automation Process’ automate the repetitive, mundane job and requires less human
intervention hence fewer jobs. Employee job fit, if the employees feel that due to greater
automation of tasks with Al implementation they will be replaced, it can result in a feeling of
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depression and demotivation. This may affect employees’ performance adversely, whilst it is
believed that employee acceptance behavior plays a pivotal role in enhanced productivity from
digital change.” (Malik et al., 2021)

“(...) technological interventions like Al have increased the workload of employees and put
them under psychological pressure of the constant need to adapt. (...) some important causative
factors for these negative impacts are information overload and excessive work overload which
lead to frustrated and demotivated employees and poor work performance. The ubiquitous
presence of technology has left the employees feeling overwhelmed with the mental and
psychological effort required for coping with all this.” (Malik et al., 2021)

“This implies that increased expectation of productivity has led to prolonged working hours
and faster turmaround time thereby increasing workloads. IT & Al systems can increase
employee productivity to a certain level, and after that, they only cause technical overload and
technostress.” (Malik et al., 2021)

“(...) workforce feel helpless and are always concerned about losing their jobs to those who are
more amenable to technology interventions. (...) Technostress stems from stressors, situational
factors and strain. The adoption of technology is easier for digital natives, whereas aligning the
digital immigrants poses a challenge. Most of the workforce members are traditional and are not
compatible with new technologies and are therefore very critical of the latest developments.”
(Malik etal., 2021)

“(...) the onslaught of 14.0 has not only increased employee workload but also created a constant
need for adaptation to new technological interventions and excessive dependence on them. This
has consequentially led to technostress among employees. Several antecedents of technostress
have been cited in literature. Some of them are information overload and excessive work
overload which lead to frustrated and demotivated employees and poor work performance.”
(Malik etal., 2021)

“(...) the impact of Al usage in creating technostress (among employees) also gave a hierarchy
of factors for the same. These factors are work overload, job insecurity and complexity. Prior
research on technostress has revealed both positive and negative impacts. Some of them are
information overload and excessive work overload which lead to frustrated and demotivated
employees and poor work performance.” (Malik et al., 2021)

“Moreover, a continuous increase in workload, as more and more tasks are added to a role, can
overwhelm workers, so that instead of feeling less bored and more motivated, they experience
more stress and, finally, burnout.” (Gimini et al., 2022)

99



“(...) the increased responsibility and autonomy assigned to employees can create stress and
frustration, particularly if the worker is not trained adequately. Thus, instead of feeling essential
and motivated, workers may feel exploited and inadequate.” (Cimini et al., 2022)

“(...) the use of technologies or advanced approaches in production may elicit secondary effects,
e.g. making workers feel uncomfortable, and in the mid-to long term, eventually may become a
source of stress that can inhibit personal growth and reduce system efficiency as a whole.”
(Cimini et al., 2022)

“Indeed, technological progress can improve productivity, ensuring higher wages and higher
possibilities of job retention. However, technological progress and automation, such as artificial
intelligence, for example, can negatively impact well-being through the increase of stress and
insecurities in job perspectives.” (Onesti, 2023)

“The greater feeling of trust could reduce the levels of stress and anxiety, with positive
implications on productivity and motivation.” (Onesti, 2023)

“The relationship between job stress and negative mental well-being is well established. Hence,
the literature has shown that high levels of stress at work can lead to psychologi cal consequences
in overall well-being. The stress associated with carrying out a professional activity was often
underestimated. Stress was considered physiological both by the workers themselves and by the
employers. Recently, however, there has been more talk of so-called burnout syndrome.”
(Onesti, 2023)
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ate profissoes se
podem tomar
obsoletos. (Nam,
2018)

“Previous studies among gig workers have further reported that algorithmic task allocation also
often results in job insecurity, and increased workload, since the flow of tasks (crowdsourced
tasks, deliveries, rides) assigned by the platform is likely to vary substantially from one day to
another without any apparent reason or explanation and because task assignment is based on
previous records regarding the number of deliveries performed and the acceptance rate.”
(Parent-Rocheleau & Parker, 2022)

“Overall, the ability of algorithms to decide, implement, or facilitate job termination makes it
easier for employers to proceed to job termination, which could potentially influence job
insecurity perceptions.” (Parent-Rocheleau & Parker, 2022)

“In terms of bias minimization, for instance, a system used to make automated job termination
or scheduling would probably lead to more job insecurity when these decisions are biased or
discriminatory, as it has been found by some researchers or reported by media.” (Parent-
Rocheleau & Parker, 2022)
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“For workers from various careers and cultural backgrounds, robotization can cause the threat
of technological unemployment, where work is viewed as being gradually taken over by
machines and artificial intelligence. In these views, new technology threatens the basic needs of

individuals by causing unemployment, career deflation, or decreased eamings.” (Turja et al.,
2022)

“Whenever we speak of basic human needs, it includes all people. As a species, our existence
and wellbeing require a satisfactory amount of food, shelter, and safety as physiological basic
needs. That said, prioritizing basic needs sometimes depends on the context as well as individual
attributes, such as the stage of life. Sometimes, psychological needs come before physiological
needs. For example, older employees are more often motivated than those of younger age to
fulfill their social and emotional needs at work, while younger employees often attach more
importance to material needs.” (Turja et al., 2022)

“Just like physiological needs, our basic psychological needs must be satisfied so that we can
live our lives as healthy individuals. Apart from working conditions and financial remuneration,
employees are motivated by how the job responds to their psychological needs to feel a
satisfactory amount of competence, autonomy, and social relatedness.” (Turja et al., 2022)

“Yet other hypotheses suggest that automation could contribute to negative impacts on workers,
for example by inducing a loss meaning or worker insecurity.” (Nazareno & Schiff, 2021)

“Job insecurity arises when workers, aware of automation risks may experience fears of rapid
job change or displacement, inducing feelings of (...) stress. (...) Insecurity due to automation
risk must also be understood in the context of other contributors to insecurity. In particular,
employee characteristics, economic and labor market conditions, organizational context, and
cultural factors. Further, automating technologies could also induce insecurity about the loss of
valued features of one's job, such as opportunities for initiative or task discretion, even when
one’s employment itself is not at risk.” (Nazareno & Schiff, 2021)

“(...) workplaces employing advanced technology induce more job insecurity, though the effects
are only borderline significant. However, these studies do not explicitly model whether workers
who report higher insecurity are aware of the specific level of automation risk they face, and
worker awareness and fear of automation may depend on worker characteristics.” (Nazareno &
Schiff, 2021)

“While automation and job security are perhaps surprisingly not strongly related, insecurity
does appear to significantly influence all well-being outcomes (...).” (Nazareno & Schiff, 2021)
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“(...) the insecurity channel may be a weak mechanism, not due to lack of awareness but because
people (somewhat inconsistently) do not self-identify as being at risk, and because other factors
more strongly shape feelings of insecurity.” (Nazareno & Schiff, 2021)

“Workers may be unaware of automation risk altogether or may simply believe their colleagues’
jobs are more valuable than their own. This finding raises questions: if predictions of high levels
of automation risk are correct, should workers be more worried? Should there be more efforts
to inform them, to help empower or prepare them? The issue of workers insecurity is far from
settled; more work is needs, and with some urgency.” (Nazareno & Schiff, 2021)
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“There are however divergent views on stress. On one hand, researchers have explained stress
as a natural consequence of living and an impact of various external influences; while on the
other differentiated between distress (bad stress) and eustress (good stress). Researchers have
further elaborated that bad stress has negative job-related outcomes, while good stress can result
in enhanced productivity and positive outcomes.” (Malik et al., 2021)

“(...) potential risk of data leaks and security breaches, drastic changes resulting from digital
transformations and job risk and insecurity brewing in the employee psyche. Further research
can be carried out in this direction to reveal whether these factors are causing only negative
impacts or on further probing, they can have certain positive job outcomes as well. It is possible
that the adverse impact elements when viewed in the long-term perspective can have some
positive outcomes on the employee psyche as well as their job-related performance.” (Malik et
al,, 2021)

“Automation has inculcated a fear of the unknown as well as loss of jobs among employees.
Organizations must address these insecurity issues, by a gradual and phase-wise adoption of
digital interventions, while upskilling and training the employees.” (Malik et al, 2021)

"Psychological distress is characterized by symptoms of depression, anxiety, and perceived
stress (...) that can further explain why employees would engage in career exploration
behaviors.” (Presbitero & Teng-Calleja, 2023)

“Prior studies have found a significant relationship between job insecurity and psychological
distress. The relationship between job insecurity and heightened psychological distress is often
observed among employees whose jobs are immediately or objectively threatened or in cases
when workers argue that when employees experience theses conditions, psychological distress
can mediate the relationship between job insecurity and career exploration behavior such thata
higher level of psychological distress is related to a greater likelihood that employee will search
for work and career opportunities elsewhere.” (Presbitero & Teng-Calleja, 2023)
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“The relationship between job insecurity and heightened psychological distress is often
observed among employees whose jobs are immediately or objectively threatened or in cases
when “workers come to doubt the continued existence of their jobs in the future”. (Presbitero &
Teng-Calleja, 2023)

“(...) we consider that psychological distress can be experienced as an outcome of the job
insecurity that is created by the perception that AT will take over jobs. Staying in this condition
of a high level of psychological distress can then lead to outcome expectations. For example,
some research has demonstrated that this psychological distress leads to the outcome
expectation of decreased quality of life.” (Presbitero & Teng-Calleja, 2023)

“The likelihood of searching for other more positive and less stressful working environments is
embodied in career exploration behavior, which can be considered an example of making a
concrete step toward eliminating the heightened experience of psychological distress arising
from job insecurity. It can be argued that the behavior related to searching and looking for other
career opportunities is based on the expectation that other careers will be better because they
will cause less psychological distress, which is consistent with research findings that higher
psychological distress is associated with higher turnover intention.” (Presbitero & Teng-Calleja,
2023)

“The feeling of anxiety, depression, and perceived stress that characterize psychological distress
appear to emanate from the job insecurity experienced by employees as a result of the
integration of Al in the workplace.” (Presbitero & Teng-Calleja, 2023)
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“(...) the possibility for employees to use their judgement when something goes wrong and to
switch off the system for a short period is likely to make an important difference in their reaction
to an algorithmic monitoring system.” (Parent-Rocheleau & Parker, 2022)

“(...)work design characteristics such as job complexity and task variety, and autonomy are also
likely to be maintained or enhanced if employees are invited to contribute to the system.”
(Parent-Rocheleau & Parker, 2022)

“A participatory approach of monitoring (e.g., previous interviews with employees on what
aspects of their job could or should be used for monitoring) has indeed been observed as
important feature to maintain employees’ sense of control.” (Parent-Rocheleau & Parker, 2022)

“Also, for gig workers like ridesharing drivers or delivery workers, having the power to decline
tasks without implicit or explicit penalties or prejudice could prevent workers from the
accumulation of frustrating, low-paid or alienating tasks.” (Parent-Rocheleau & Parker, 2022)
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“Using Chatbots and messaging, Al allows service organisations to improve service quality in
both functional and technical processes and to automate tasks that are traditionally performed
by service employees.” (Prentice et al.,, 2019)

“This Al system can understand human emotions and incorporate them into their decision
making. (...) human-inspired Al is becoming more popular.” (Prentice et al., 2019)

“Humanised Al is anticipated to possess cognitive, emotional, and social intelligence, and can
be self- consdious of their interactions with others. (...) For example, in retailing, Amazon has
used analytical Al to support inventory management. (...) Analytical Al in human resource
management can help screen and select candidates.” (Prentice et al., 2019)

“Despite its widespread use in business, the role of Al in organisations is dependent upon the
type of jobs and the level of complexity. In general, Al is used to automate mundane and low-
level tasks. Based on the four taxonomies of analytical intelligence (mechanical, analytical,
intuitive, and empathetic intelligence) (...) proposed an intuitive understanding of service
delivery based on the complexity of emotional and cognitive tasks. (...) that complex emotional-
social tasks will tend to be performed by humans, and complex cognitive-analytical tasks will
tend to be executed by robots.” (Prentice et al., 2019)

“The findings provide management and the relevant EI and Al consultants with guidelines on
what should be focused on to optimise organisational performance through managing the
behaviours of employees (...).” (Prentice et al., 2019)

“These factors suggest that EI should also be incorporated into staff recruitment. Management
should identify the tasks that Al is able to perform so that human resources can be optimised
for other tasks.” (Prentice et al., 2019)

“Al aids and enhances human performance in multiple facets of operations management. For
instance, Al can improve organizational efficiency, quality, customer satisfaction and return on
investment while empowering employees. (...) provided evidence for utilizing Al in product
inspection by means of visual recognition aided audits. It can also be deployed for enterprise
respurce planning by helping managers in the process of arriving at consumer decisions,
suggesting product development and process management innovations, and adapting human
resource allocation with shifts in consumer needs. Al algorithms can expedite the process of
analyzing customer reviews, providing deep insight to designers and help managers in product
positioning and product development based on design elements.” (Malik et al., 2021)
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“Another vital application is in the arena of effective supply chain management, which hasbeen
indicated as a key growth input for organizations. Al aids in both coordination and sharing of
information with respect to supply chain management.” (Malik et al., 2021}

“Usually, these algorithms are deployed for minimizing budgeted costs like procurement costs
and effective resource utilization. Another important application of Al algorithms in the
downstream supply chain is for launching new products by gauging customer needs and
preferences. Although multiple uses of Al have been suggested, the underlying assumption is
that a symbiotic relationship between employees and Al algorithms is required for its successful
deployment.” (Malik etal.,, 2021)

“There has been widespread usage of Al and big data analytics in operations management (of
various sectors). For instance, in healthcare, various online applications have enhanced
efficiency in clinical operations like scheduling of surgeries, analyzing images with the objective
of diagnosis and disease prognosis. The digitization and automation of manufacturing
operations, fueled by big data and machine learning, has broughtabout a notable transformation
and resulted in path-breaking manufacturing facilities like self-learning plants.” (Malik et al.,
2021)

“Al as a technological intervention is considered relatively superior. Recent literature indicates
that Al not only enhances creative thinking but also supports context awareness, reasoning
ability, communication ability and self-organization ability. The premise behind these
technological interventions is not to replace human resources, but to function as a
complementary facilitator to augment human intelligence and knowledge.” (Malik et al., 2021)

“(...) many organizations are moving away from strictly standardized human resource
management (HRM) systems or one-size-fits-all HRM approaches and are shifting toward
personalized HRM approaches in order to enhance the flexibility and effectiveness of HRM."”
(Huang etal., 2023)

“We broadly define personalized HRM as HRM programs and practices that vary across
individuals within an organization. Personalized HRM can be broadly grouped into three types:
(1) personalized HR recommendations, such as personalized career planning, rewards, and
learning advice, (2) personalized HR]J choices, such as personalized flexible work arrangements
and cafeteria-style benefit plans that give individual employees the ability to choose the HR
practices that best suit their needs and individual preferences, and (3) actual personalized HR
programs and practices, such as personalized recruitment, personalized learning, personalized
talent management, and personalized rewards.” (Huang et al., 2023)
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“Personalized HRM is essentially a form of high-performance work practice (HPWP) that is
tailored to employees’ individual needs and preferences and that often involves the use of
advanced HR analytics and artificial intelligence (AT} to bring the flexibility and effectiveness of
HR to the next level.” (Huang et al., 2023)

“(...) personalized HRM represents the next generation of HRM and is characterized by the
integration of advanced HR analytics and Al to optimize a variety of HR and organizational
outcomes.” (Huang et al., 2023)

“(...) personalized HRM improves organizational ambidexterity and can strategically enhance
both horizontal and vertical fit. Consequently, it can improve or even optimize HRM flexibility
for organizations, because personalized HRM strives to provide the optimal HR solutions to
ensure that organizations have the right person in the right location to perform needed tasks at
the right time.” (Huang et al., 2023)

“(...) sending tailored messages and using personalized communication significantly improves
the effectiveness of employee recruitment, compared with the traditional one-size-fits-all
templates, and personalized recruiting matters now more than ever as companies face tough
competition in hiring the best talent in today’s economy. Virtual recruiters for Al further assist
human recruiters in screening and shortlisting candidates and scheduling interviews with
human recruiters.” (Huang et al., 2023)

“(..) personalized recruitment and training are known to positively influence employees’
ability, whereas personalized training, performance management, succession and career
planning, and rewards positively affect employees’ motivation. Thus, because personalized
HRM is conceptualized as a subset of HPWPs that are implemented at the individual level, it
can positively impact both employee ability and motivation.” (Huang et al., 2023)

“Compared with traditional staffing strategies, personalized recruitment and selection are more
proactive in reaching out to candidates who are highly interested in the job and who have the
highest potential to deliver outstanding performance. By optimizing the staffing process,
personalized recruitment and selection indirectly contribute to higher productivity, as the
personalized approach helps to bring in the best potential candidates and maximize person-
organization fit.” (Huang et al., 2023)

“For example, personalized recruitment offers a targeted and customized approach that enables
organizations to find ‘the right candidate at the right time'. Personalized performance
management provides continuous, responsive, and individualized feedback, or real-time
feedback, and also the toolkits that best suit employees’ career development goals. By quickly
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meeting the development goals of employees, organizations can swiftly close the skill gap and
develop an appropriate skill reservoir to achieve greater flexibility.” (Huang et al., 2023)

“Applying Machine Learning (ML) to personnel selection is a major opportunity for innovation
in HRM. It may have the biggest influence on the practice of selection since the impact of equal
employment opportunity laws in the 1960s, 1970s, and 1980s and the legal dangers that posed
for doing selection poorly, which resulted in substantial improvements to the validation of
selection procedures as well as improvements to the procedures themselves.” (Campion &
Campion, 2024)

“(...) application of these methods by se- lection scholars have demonstrated that we can use
these algorithms to make the judgments of hiring officials more efficient than ever before
through modeling the decision-making process statistically.” (Campion & Campion, 2024)

“Developments in natural language processing enable computers to “read” text data in the sense
of digitizing the in- formation and analyzing patterns to create scores that reflect the content and
meaning of the text.” (Campion & Campion, 2024)

“Personnel selection is an obvious application of artificial intelligence in modemn Human
Resource Management (HRM) for at least four reasons. First, selection involves the collection of
data on applicants to measure their job-related knowledge, skills, and abilities and to make
predictions from that data regarding future job performance.” (Campion & Campion, 2024)

“Applying Machine Learning (ML) to personnel selection is a major opportunity for innovation
in HRM.” (Campion & Campion, 2024)

“Improving selection and job relatedness should be an organization's first concem, not
hypothetical legal concemns. It is worth nothing that ML-driven selection methods cannot show
the subjective biases that humans may exhibit. While they reflect any subgroup differences in
the training data, as noted, the methods often used in personnel selection currently do not inject
scores with additional biases. In this way, one could argue that these methods may be more
objective than relying in human-only methods.” (Campion & Campion, 2024)

“Some studies show that the use of Al supports recruitment and selection functions: it can aid
in finding hidden talents and by undertaking routine tasks, such as application screening or
scheduling interviews” (Niehueser & Boak, 2020)

“(...) Al used for recruitment and selection, (...) can gather and analyse relevant data more
quickly and objectively than human recruiters and can overcome unconscious bias. (...) using
Al in recruitment, employers can gain a more holistic view of candidates and their suitability.
In a comprehensive review of Al in recruitment and selection (...) found that the most popular
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applications were screening software, task automation tools and chatbots” (Niehueser & Boak,
2020)

“(...) this technology in recruitment can be seen as an enabler of more job opportunities for
hidden talents, as the algorithm purely matches data which is relevant for the position.”
(Niehueser & Boak, 2020)

“The successful introduction of the new technology could be attributed to: the design of a robust
system with a simple and intuitive interface; careful planning of a pilot project with a major
client; involving the team leader of the pilot from an early stage in the process; enrolling
individuals to the team to implement the pilot who were seen to be flexible and open to
innovation; providing suitable training for the pilot team.” (Niehueser & Boak, 2020)

“Potential biases in data collection, the use of Al models built from biased data, and the resultant
replication of systemic injustices, as already evidenced in some Al- driven recruitment practices,
raises further concerns about the potential for one’s Al-informed work to harm others. The
potential for such harms is then exacerbated given the scale at which Al can be deployed. The
way Als expand opportunities to manipulate and control humans also raises important issues,
particularly through the way it can act as an information gatekeeper for human workers.”
(Bankins & Formosa, 2023)

“However, when Al assumes more complex and significant tasks then its implications, both
positive and negative, may be more profound. For example, in human resource management an
Al can shortlist candidates to progress to inter- views based on natural language processing of
applications. Shortlisting applicants can be a complex and significant component of the
recruitment and selection process. Using Al for this task could then degrade workers’
experiences of task integrity as they no longer undertake a significant part of a work process,
assuming this work is not comparably replaced.” (Bankins & Formosa, 2023)

“In recruitment, for example, Al can limit the impact of unconscious human biases and various
other human constraints on rational decision making by assessing all candidates’ applications
against standard criteria and providing auditable, transparent, and explainable decision trails.”
(Bankins & Formosa, 2023)

“As with most functions of business, the process of hiring new employees has changed
substantially in the past decade, with several advances in digital technologies. Artificial
intelligence (AI) tools can now be used to help managers decide which applicants to hire. The
technologies are intended to make the hiring process faster, more efficient, and more effective.”
(Fisher et al., 2024)
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“The use of Al in selection tools was originally presented as a way to reduce or eliminate such
bias. With a computer making decisions with a pre-determined algorithm, we would
supposedly get rid of biases that are typically part of human information processing and
decision making. Although the use of Al in selection has brought hope for inclusive hiring, itis
not always the case in practice. Indeed, Al algorithms are often developed using large datasets
of past decisions made by humans.” (Fisher et al., 2024)

“One technology used in the early stages of the hiring process is the chatbot. Chatbots are tools
that use Al to interpret either written or spoken input from people and then generate an
appropriate response. In the hiring context, they allow a dialogue between a potential applicant
and the company without the need for a human organizational representative to be present. (...)
Chatbots can be integrated with other Al-based tools that scan social media and sites like
Linkedin to identify potential passive job applicants, that is people who might be qualified for
the job but have not applied” (Fisher et al., 2024)

“Another form of Al-based technology used in selection is the computerized assessment game.
(...) Al algorithms are used to evaluate the applicant’s performance on the game and tailor the
game experience to each applicant by, for example customizing the question content or tasks
with which the applicant interacts.” (Fisher et al., 2024)

“Technology-enabled interviews are another tool that has become common in selection. These
exist on a continuum of how much technology is involved for presenting interview questions,
communicating interview answers, and evaluating the responses.” (Fisher et al,, 2024)

“Using Al automate some administrative aspects of the selection process. This can help with
efficiency, taking processes that were once handled by humans such as scheduling interviews
and allowing chatbots to perform them automatically. Automated administration may also
allow applicants to use technologies to create their own accommodations without having to
disclose their disability to the hiring organizations.” (Fisher et al., 2024)

“Selection tools that incorporate AT are certainly innovative, but it is important to consider the
quality of the judgements that they lead organizations to make about applicants. These decisions
require information about job applicants’ knowledge, skills, abilities, and other job-relevant
characteristics (usually abbreviated as KSAOs). For instance, knowledge of a particular
programming language, the ability to problem-solve, and being conscientious are example of
KSAOs that would be relevant when hiring software developers.” (Fisher et al., 2024)

Reforco da
identificacao
organizacional

O reforgo da
identificacao
organizacional,

“To promote workers’ well-being, and in light of recent social transformations, several authors
have studied certain managerial aspects within companies, such as organizational identification,
ethical behavior, and leadership styles.” (Onesti, 2023)
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no contexto da
1A, refere-se ao
papel da GRH
em fortalecer o
vinculo entre os
trabalhadores e
a organizacao,
com a finalidade
de aumentar a
satisfacdoe o
envolvimento
no trabalho.
(Onesti, 2023)

“When individuals identify with an organization, they see themselves as part of it and perceive
the goals, values, and interests of the organization as their own. Workers with high
organizational identification could have higher job satisfaction and lower levels of stress, with a
positive effect in terms of well-being and work-life balance.” (Onesti, 2023)

“The main results of the empirical analysis identified that workers' general well-being was
positively associated with organizational identification, the ethical friendship climate, and the
participative style of leadership.” (Onesti, 2023)

“Organizational identification is defined as the process through which individuals develop a
connection with the organization for which they are working. This connection is not merely a
cognitive process of recognizing membership in an organization but also involves an emotional
bond and dedication toward the organization.” (Onesti, 2023)

The findings revealed a strong positive association between organizational identification and
health, particularly in relation to well-being and psychological health (rather than stress and
physical health). The meta-analysis also confirms how organizational identification has an
impact, especially on certain aspects of individual well-being: in particular, out of five sub-
components considered (Self-esteem, psychological well-being, engagement, stress, and
burnout), this effect is most noticeable on self-esteem and psychological well-being. Similarly,
other recent studies confirmed that organizational identification has a positive impact not only
on work-related variables but also on overall personal well-being, intended as self-esteem,
satisfaction with life, and self-efficacy, psychological well-being, enhanced happiness and
reduced stress.” (Onesti, 2023)

“Recent studies have highlighted that job stressors, organizational identification, leadership
style, and ethical climate seem to be the most important drivers of job performance and well-
being in the workplace.” (Onesti, 2023)

“Concerning the effect of organizational identification, we found that individuals with higher
levels of organizational identification held more positive mental well—bei.ng. Such findings
appear to confirm results from previous literature about job satisfaction effects inside the
workplace. Increasing the sense of organizational identification with the company can be a
challenging task for management.” (Onesti, 2023)

“Managers can take practical actions to improve company management regarding job stress,
organizational identification, leadership style, and corporate ethical climate. The opportunity of
reducing job stressors can operate as a driving force to improve the standard of living workers.
Management should examine whether their collaborators constantly feel under pressure due to
a heavy workload, which forces workers to works very quicklv without leaving room for
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reflection. Management should also investigate other important causes that could increase stress
at work, such as the ability of employees to develop new skills and the feelings of recognition
for the work done.” (Onesti, 2023)

“A company is a community of people with common interests, and shared values united to
achieve a common goal. Workers want to identify with an organization that is not just focused
on profits: people want to work for an organization whose values they share, and they want to
be proud of what they produce and admire the colleagues they work with.” (Onesti, 2023)

“The results of the study confirm the importance of management actions in fixing the general
mental well-being of workers. The company’s ability to strategically retain capable collaborators
is becoming increasingly fundamental, especially in light of the recent increase in resignations.
Being able to ensure high workers” well-being through suitable managerial policies can greatly
benefit the success and performance of the company.” (Onesti, 2023)

“Public administration literature has recently identified organizational identification (OID as a
motivational base for public servants. OID is defined as the perception of oneness with or
belongingness to an organization.” (Hameed et al., 2022)

“Identification with a social group develops a sense of security, reduces uncertainty, and
enhances one’s self esteem; thus, improving employee well-being.” (Hameed et al., 2022)

“Individuals showing identification with a particular group show greater level of basic need
satisfaction, and are less likely to report depressive symptoms.” (Hameed et al., 2022)

“Empirical studies found that HR environment is a vital precursor in defining the attitude of
employees. For example, characteristics of HR environment (such as involved communication,
decisive action, job autonomy, opportunities for advancement etc.) were positively associated
with OID. (...) These HR practices make employees feel that their organization values them,
which further fosters their identification with their organization.” (Hameed et al., 2022)

“(...) there are fundamentally two motives behind an employees’ identification with their
organization. The first is self-enhancement, which is the feeling of pride by perceiving
attachment with a particular organization. The second is self-categorization, which indicates a
unique status and different identification from rest of the society members. Involving employees
in decision making, giving them autonomy, offering opportunity for advancement, and
welcoming their decisive actions may improve the psychological well-being by promoting
employees’ sense of purpose, feeling of belongingness, and perception of control.” (Hameed et
al.,, 2022)

111



“To achieve employee psychological well-being, managers/supervisors need to ensure that HR
environment must be designed to develop employees’ identification with the organization.
While human resource policies and practices can foster job satisfaction, this research has shown
that organizations must create a sense of belongingness among their employees to further
enhance satisfaction and well-being.” (Hameed et al., 2022)

Assegurar o
contrato
psicologico

Assegurar o
contrato
psicologico no
contexto da [A
refere-se ag
papel da GRH
em garantir que
as expetativas
entre gs
trabalhadores e
a organizacao
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adaptadas as
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tecnoldgicas. A
1A pode afetar
essas percegoes,
sendo crucial
mitigar 0s riscos
de desconfianca
e alienacao
causados pela
automacao.
(Braganza etal.,
2021)

“The psychological contract refers to the implicit and subjective beliefs regarding the reciprocal
obligations in an exchange relationship between two parties.” (Bankins & Formosa, 2020)

“Conversely, employees’ negative and dysfunctional behaviours and attitudes, such as turnover
and revenge- oriented cognitions, are linked to perceived contract breach and violation (unmet
obligations). Overall, the exchange relationship the contract captures provides important
insights into how and why employees think and act as they do in organizations.” (Bankins &
Formosa, 2020)

“This is a key difference to human-human psychological contracts where, if the exchange
partners engage in unequal reciprocity (perhaps manifesting as contract breach), the con-
sequences would likely be a degraded exchange relationship and a reduction in instrumental
and symbolic value in reciprocity on both sides.” (Bankins & Formosa, 2020)

“While we focused on the individual-level enactment of a human-social bot contract, the
introduction of robots in the workplace will form part of larger and more complex systems of
interactions within an organization.” (Bankins & Formosa, 2020)

“From a psychological contract perspective, we argue that this is creating a new type of syn-
thetic relationship which challenges our existing theories of human-human interaction. As
different types of embodied (e.g., robotic) and virtual (e.g., chatbot) forms of Al technology
become more prevalent in the workplace, they are reshaping our relationships with it and each
other. This provides an important opportunity for psychological contract and organizational
behaviour researchers to take a more substantive “seat at the table” in this emerging field of
research.” (Bankins & Formosa, 2020)

“(...) refers to psychological contracts as employees’ perceptions about the nature of the
relationship with their employer. Psychological contracts can assume two forms: transactional
or relational contracts. Transactional contracts are characterized by a short-term, monetary
scope, with little mutual involvement in the lives and activities of each other, focusing on purely
materialistic outcomes. In effect, employees only work to collect their wages. In contrast,
relational contracts are based on mutual agreement with exchanges of both socio-emotional and
monetary elements. The relationship between employees and employers is predicated on
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longer-term, open-ended engagement that enables workers to develop and grow with that
employer.” (Braganza et al., 2021)

“Breaching psychological contracts or organizations’ promises leads to negative effects, poorer
behavioral standards and lower cognitive work outputs, such as decreases in job engagement,
job satisfaction and job trust. Psychological contract breaches are manifested in disappointing
employees’ perceptions by not fulfilling these properly. Violations of psychological contracts
decrease levels of trust between employee and employer. Since job trust relies on the relationship
between employee and employer, psychological contract breaches can damage employees’ well-
being, which leads to detrimental effects on company performance.” (Hameed et al., 2022)

“The relationship is multi-faceted. Workers that have relational contracts both influence and are
influenced by the environment. They contribute to creating the culture and can change culture.
They feel able to do so because they perceive that their employer is interested in their
development and well-being and they are invested personally in the organization.” (Hameed et
al,, 2022)

“Specifically, leaders need to ensure that they steer clear of adopting Al technologies in ways
that leave their workers experiencing and alienational psychological contract. Although
conventional wisdom about psychological contract suggests that relational contracts are
preferable to transactional contracts, our study shows that transactional contracts are
significantly better that alienational contracts. Practically, leaders may well target achieving
transactional relationships in order to mitigate workers feeling that they have alienational
contracts.” (Hameed et al., 2022)

“One, significant mediating effects of job engagement between psychological contracts and
employee trust suggests that employee engagement continues to be a vital factor to gain
employee trust. Higher levels of employee engagement and trust lead to positive outcomes in
the era of Al technologies. Two, Al adoption weakens positive relationships between
psychological contracts and job engagement. (...) Three, the new concept of alienational
psychological contracts, introduced in this paper, will play a bigger role in framing relationships
between employers and workers as Al adoption spreads. Four, the implementation of Al that
leads to workers perceiving that their contractis alienational will move organizations away from
rather than towards the achievement.” (Hameed et al., 2022)

“While a new type of social contract may be emerging as a result of job displacements created
by Al, there are also opportunities for Al, there are also opportunities for Al to be used to
develop a more harmonious and productive society.” (Hameed et al., 2022)
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(Marais &
Stander, 2021)

“Trust widely refers to confidence in the other side’s reliability and integrity defined trust as
‘one’s expectations, assumptions, or beliefs about the likelihood that an- other’s future actions
will be beneficial, favorable or at least not detrimental to one’s interests.” Job trust is at the core
of relationships and contracts that influence behaviors of two parties towards each other in a
relationship. In an organizational context, trust refers to employees’ positive expectations from
employers, based on capability and fairness. Trust is essential to prevent employees from
breaches of contract.” (Braganza et al., 2021)

“Due to global disruptions and technological advancements, organizations are reacting quickly
to survive in the market; as a result, organizational or job trust has become even more important
to achieve positive company outcomes. Higher levels of job trust have beneficial effects upon
quality of communication and problem-solving between employees and between employees
and employers, cooperative behavior, organizational commitment and employee loyalty.
Previous scholars found positive relationships between employee engagement and job trust.”
(Braganza etal., 2021)

“Active trust management is an interactive and co-created process where the trustee, here the
employing organization, has a role to play in assisting the employee to navigate salient
uncertainties and newly stressed vulnerabilities as they make decisions about their willingness
to accept that vulnerability.” (Weibel et al., 2023)

“Specifically, we argue that employees’ trust in their employing organization can provide a
mechanism for navigating the proliferation of such technology in a way that allows
organizations to benefit from technological advancement and leads employees to feel
empowered rather than threatened. Such positive effects depend on how organizations actively
contribute to positive trust expectations and experiences in a workplace permeated by
datafication technology.” (Weibel et al., 2023)

“By responding proactively to heightened employee vulnerability through active trust
management, organizations can not only preserve employees’ trust also strengthen it as they
embrace technological advancement.” (Weibel et al., 2023)

“Trust is defined as a willingness to be vulnerable based in positive expectations of another
party. In this definition, willingness is a volitional process that involves a choice or decision to
accept vulnerability in a relationship. Thus, vulnerability refers to vulnerability to each other
and perceived risk that the other might take advantage of a situation of dependence and
incomplete knowledge. In employment relationships, vulnerability exists in both directions,
though our primary focus in this paper is on the vulnerability of employees as the trustor and
the employing organization as the trustee.” (Weibel et al., 2023)
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“Since vulnerability is central to the trust, there is an increasing awareness that vulnerability
must be analysed in greater depth to understand how the employees’ automatic and systematic
processing of trust in the employer unfolds.” (Weibel et al., 2023)

“The interplay between familiarity and trust is at this conceptualization’s core: trust has to be
achieved within a familiar world, and changes may occur in the familiar features of the world
which will have an impact on the possibility of developing trust in human relations. Hence,
changes in (dis-)continuity and (un-)familiarity will invariably reframe the trust situation.”
(Weibel et al., 2023)

“Perhaps the most salient trust issue to address when managing trust in technology-permeated
workplaces is to instal interdependence. To address this issue, employers must ‘'show skin in the
game’ and raise the organization’s vulnerability to their employees. When datafication
technology changes power and dependence structures due to increased transparency, widened
accessibility of information, and the erosion of organizational boundaries, installing
interdependencies represents a credible commitment to preserving reciprocal trust. A symbolic
way of installing interdependence between the employer and employees is the creation of a
narrative that ‘we are all in the same boat’. Eventually, the organization can also make long-
lasting and tangible ‘leap-of-faith’ investments to substantially increase its vulnerability toward
employees.” (Weibel et al., 2023)

“Managing employees’ trust in their employer is a worthwhile endeavour in any organization.
This task is especially important in a technology-permeated workplace where extensive
employee data is gathered and applied to HRM and workload management.” (Weibel et al.,
2023)

“(...) to develop a framework of active trust management that includes a series of practices
through which organizations can reap the benefits of a technology-permeated workplace while
keeping employee interests central. (...} efforts to address employee vulnerability can allow
organizations not only to protect their relationships with employees but also to strengthen these
relationships amidst ongoing uncertainty and change.” (Weibel et al., 2023)

“(...) the same level of care needs to be applied to the use of smart technology in companies.
Only by rising to this challenge and developing active trust management strategies in sync with
the introduction of smart technology can we hope for humans to flourish despite, or perhaps
even because of this innovation.” (Weibel et al., 2023)

“Psychological empowerment can be measured at four levels: meaning, competence, self-
determination, and influence. (...) the factors that affect individual psychological empowerment

115



are divided into three categories, namely, the characteristics of individuals, work groups, and
organizations.” (Fan et al., 2023)

“Psychological empowerment can mediate the positive correlation between structures. Job
involvement and job empowerment are positively correlated with task performance. Therefore,
psychological empowerment is crucial to job performance. Artificial intelligence (Al) technology
is used to improve workplace flexibility, professional autonomy, independent learning of
knowledge, and leadership, which can significantly motivate employees to enter and exit the
workplace and improve work performance. Therefore, to enhance the development of
enterprises and promote employees’ enthusiasm, it is necessary to explore employees’ work
performance based on Al technology and psychology.” (Fan et al., 2023)

“Al technology can improve employees’ psychological empowerment, health, and satisfaction.
Al technology is used to enhance employees’ psychological empowerment. Psychological
empowerment can affect employees’ work performance from a psychological perspective.
Employees’ job satisfaction, pressure, and performance were analyzed based on psychological
empowerment. The main innovation lies in work situation evaluation model. Based on
psychology, employees’ work conditions were analyzed and their satisfaction was improved.
This model can play a role in improving employee performance.” (Fan etal., 2023)

“Therefore, leaders’ psychological empowerment of employees can enable them to gain self-
recognition and positively affect their work performance. (...) pointed out that psychological
empowerment could positively impact enthusiasm of employees and the completion of project
objectives.” (Fan et al., 2023)

“The organizational human resources system can influence employees’ work participation
through psychological empowerment and improve work performance.” (Fan et al., 2023)

“Based on the psychological aspect of empowerment, employees’ meaning, ability, self-
determination, and influence are positively correlated with organizational commitment. The
significance and influence of psychological empowerment are important research factors of
employees’ organizational commitment.” (Fan et al., 2023)

“The results showed the correlation between job satisfaction, stress, performance, and
psychological empowerment, and confirmed the role of psychological empowerment in
improving employees’ working conditions.” (Fanet al., 2023)

“Psychological empowerment will improve employees’ work performance and satisfaction, and
better enable employees to obtain work significance and ability. Psychological empowerment
can realize the decentralization of work power, strengthen employees’ self-determination
perception ability and influence, improve employees’ work enthusiasm, and reduce work
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pressure. This paper proves that deep learning and Al technology will affect psychological
empowerment compared with previous studies. The intermediary role of psychological
empowerment can improve employees’ work performance and provide a new way to enhance
enterprise management and employees’ psychological status in the future.” (Fan et al., 2023)

“Notwithstanding, the success of a possible future with an economic system that is accessible to
and respectful of all depends on Al ethics that places trust at its core and Al governance that
achieves user and environmental protection against specific Al-incurred risks. Trust is vital to
underscore as an underlying quality of Al ethics (...).” (Garibay et al., 2023)

“One of the critical issues in the human-Al system collab- oration is the trust and responsibility
shared between the human and Al system and associated with the notion of human control and
Al autonomy expressed by the level of risk.” (Garibay et al., 2023)

“(...) ensure that humans remain at the center of the Al life- cycle, and that Al is implemented
to improve human performance in ways that are reliable, safe, trustworthy, compatible with
human values, protect human safety, and assure human agency. To accomplish this vision, Al
should be developed that pro- motes human well-being by supporting human cognitive
capabilities and emotion management, preventing negative side effects, being inclusive,
avoiding bias, and being trans- parent and accountable.” (Garibay et al., 2023)

Formacao e
desenvolvimento
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“The emerging requisite technical skills are expertise in big data analytics, programming,
robotics and so on. The requisite soft skills include critical thinking, continuous learning and
innovation. Hence, the organization needs to implement strategic manpower development
measures deploying dynamic capabilities involving up-gradation of skills and knowledge
management. This digitization necessitates innovative management practices. The skill,
knowledge and performance gaps can be bridged by designing meaningful training programs.”
(Malik et al., 2021)

“The bottom line is that findings of this study provide valuable developmental information for
managers in the human resource domain, challenged by digitization issues. It calls for
multifaceted organizational support in the form of developing soft skills such as communication
skills (helps achieve clarity in communication), problem-solving skills (helps take initiatives and
arrive at appropriate solutions), team building and team work skills (helps in role definitions
and collaborative work), learning skills (helps in always having a learning attitude), analytical
thinking skills (helps information comprehension and evaluation and sound decision making),
conflict resolution skills (helps in peaceful resolution of conflicting situations), time
management skills (helps in enhancing efficiency and effectiveness), creative thinking skills
(helps in devising new ways and means to complete tasks), interpersonal skills (helps in
interaction with people) and leadership skills (helps in motivation and inspiring people to work

117



desempenha um
papel
fundamental na
implementacao
destas
iniciativas.
(Cramarenco et
al,, 2023)

for a common cause). All these soft skills are essential life savers in a technology-driven world
and help employees to withstand technostress and maintain their physical as well as
psychological wellbeing.” (Malik et al., 2021)

“(...) organisations need to develop customised training strategies when introducing new
technology, including taking into account age and gender, as well as levels of tech-savviness
and education.” (Niehueser & Boak, 2020)

“(...) it is important for organisations to consider different learning strategies when they offer
training opportunities during the implementation of new technology. (...) those training
programmes need to acknowledge the different age and level of technology experience the
person possesses to achieve a higher adoption rate.” (Niehueser & Boak, 2020)

“(...) different users may benefit from different approaches to training and learning to use the
new system and that the belief that more training is needed for certain age-ranges should be
treated with caution.” (Niehueser & Boak, 2020)

“The successful introduction of the new technology could be attributed to: the design of a robust
system with a simple and intuitive interface; careful planning of a pilot project with a major
client; involving the team leader of the pilot from an early stage in the process; enrolling
individuals to the team to implement the pilot who were seen to be flexible and open to
innovation; and providing suitable training for the pilot team.” (Niehueser & Boak, 2020)

“Training is a key part of the successful introduction of a new technology, and influences
perceived ease of use: on the basis of the experience within Cielo, it would seem appropriate to
design a range of different training provision for operators, who can draw on it based on their
needs and to seek feedback from the trainees to constantly improve the training process.”
(Niehueser & Boak, 2020)

“Training should include information on the benefits and challenges that come along with the
technological change and also provide the opportunity for employees to give feedback after
implementation to use first-hand knowledge to improve the change process, the training and
the technology.” (Niehueser & Boak, 2020)

“(...) practice of HR management. Organizations should implement effective career and talent
management strategies that ensure that the best talents are retained and provided with adequate
supportamid the threats posed by Al integration and potential job losses. This could be achieved
by having career counseling support for those feeling that their jobs are at risk because of the
integration of Al in workplaces. Career counseling and guidance in the workplace have been
found to be helpful.” (Presbitero & Teng-Calleja, 2023)
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“Thus, HR managersand leaders should be able to map out how the integration of Al will shape
career development opportunities in the organization and how this may require changes in
existing career development plans. To ensure effective rollout, HR departments need to develop
an overall communication plan and develop guidelines for how the communication will be
presented at different levels of the organization. HR protessionals are identified as key players
in organizational communication; hence, mechanisms should be developed to institute constant
and open communication between supervisors and employees who are feeling insecure about
their jobs and experiencing high levels of psychological distress because of the growing presence
of Al in the workplace. Other than supervisors, top management teams can also be more
proactive and provide clear messaging in relation to how Al integration will affect the jobs and
careers of employees.” (Presbitero & Teng-Calleja, 2023)

“However, in cases where job cuts and redundancies have to be made as a result of Al
integration, then effective communication and support should be extended to those who will be
affected. Transparency isalso critical in avoiding exacerbating the negative effects of these types
of organizational changes.” (Presbitero & Teng-Calleja, 2023)

“This is enabled by training leaders to act as intermediaries between employees and their
employers whilst navigating the new normality and transformation process. Socio-emotional
vulnerability can be substantially addressed by allowing employees to participate in changes,
that is, by investing in co-creating the use of datafication technology, as this empowers
employees and supports positive work outcomes.” (Weibel et al., 2023)

“(.) organizations wishing to manage employee-employer trust in an environment where
datafication technology has proliferated should first consider the types of vulnerability that are
salient and then enact symbolic and substantive strategies to maintain and build trust during
disruptions.” (Weibel et al., 2023)

“Digital literacy training imparts basic technical knowledge about technological functioning and
enables employees to better understand how to navigate technology- intensive workplaces.
Additionally, digital literacy training provides employees with self- management and
interpersonal competencies that sensitize them to technology-induced challenges and support
them in developing practical solutions to re-establish a sense of normality.” (Weibel et al., 2023)

“First, employees should be trained to use the datafication technology deployed in their
organization. This will empower them to critically question technology-driven predictive or
even prescriptive outputs and ensure that employees can assess for themselves whether they
need additional training and development. Second, soft skills should form an important part of
the training. In a technology-permeated environment, employees likely need training to support
their self-efficacy and resilience to cope with the, at least temporary, work intensification
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necessary to master their new environment. The new situation and salient vulnerability can also
jeopardize relationships. Hence, digital literacy training should provide guidance on how to
maintain interpersonal bonds in this new context.” (Weibel et al., 2023)

“Appropriate training should therefore prepare leaders to offer emotional support, give
employees time and flexibility, and pro- vide resources for coping. In addition, responsible
leadership is needed, based on the normative concept of employers ‘being responsible for'
employees and the need to discern conflicts of interest and seek a fair solution that avoids
harmful consequences.” (Weibel et al.,, 2023)

“Policymakers have begun to outline policy responses in industrial and emerging
Al/automation policy strategies, focusing most prominently on the potential of education and
training to up-skill or re-skill vulnerable members of the workforce and to create new kind of
jobs.” (Nazareno & Schiff, 2021)

“(...) the impacts of automation and Al are not deterministic nor independent of the work
environment in which they are adopted; rather these technologies influence and are influenced
by job content and context, as well as by broader socio-technical and economic factors.”
(Nazareno & Schift, 2021)

“(...) it may be insufficient to educate and train workers in the hopes that workers with skills
that complement technology will ultimately fare well in the workplace. A more robust course of
research and action is prudent. Scholars will have a key role in increasing decision-makers’
awareness and understanding of the complexities of worker well-being. In tum, managers,
firms, and policymakers can avoid assumptions of technological determinism and exercise their
agency meaningfully by shaping work conditions, technological determinism and exercise their
agency meaningfully by shaping work conditions, technological adoption, and regulation of
automation and Al in the interest of worker well-being.” (Nazareno & Schiff, 2021)

“Personalized adaptive learning, for example, uses artificial intelligence to provide the best
individualized training solutions on the basis of employees' differing learning styles and paths,
For instance, HR analytics help to identify the most effective and efficient solutions for different
employees.” (Huang etal., 2023)

“Individual employees need to obtain knowledge and skills not only to meet their personal
needs, but also to fulfill organizational requirements. Therefore, it is important for HRM
managers to recognize the differences among individuals, in terms of their cognitive abilities,
knowledge, and skills, and also how they are motivated.” (Huang et al., 2023)
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“(...) personalized recruitment and training are known to positively influence employees'
ability, whereas personalized training, performance management, succession and career
planning, and rewards positively affect employees’ motivation.” (Huang et al., 2023)

“With its flexibility of tailored learning experiences, personalized learning can outperform
traditional training in terms of its positive effects on an employee's ability, motivation, and
productivity, because personalized training best meets each individual's needs by taking into
account the differences in people's knowledge, skills, abilities, preferences, requirements, and
learning paths and styles.” (Huang etal., 2023)

“From the perspectives of person-organization fit and individual differences, the advantage that
personalized training programs are tailored to the different training needs of individual
employees makes them optimally able to enhance the congruence between individual
employees and the organization. These differentiated training programs allow individual
employees to obtain knowledge and skills not only to meet their personal needs, but also to best
fulfill the organizational requirements.” (Huang et al., 2023)

“Personalized performance management provides continuous, responsive, and individualized
feedback, or real-time feedback, and also the toolkits that best suit employees’ career
development goals. By quickly meeting the developmenta.l goals of employees, organizations
can swiftly close the skill gap and develop an appropriate skill reservoir to achieve greater
flexibility.” (Huang et al., 2023)

“Similarly, personalized career planning or career pathing can outperform traditional
approaches because it ad- dresses employees' differing personal career development goals and
better serves their career advancement needs, which, according to the perspective of person-
organization fit, should enhance the compatibility between employees and the organization.”
(Huang et al.,, 2023)

“Currently the digitalization of most aspects of human activity has produced massive amounts
of data for training algorithms. This data coupled with the exponential increase in computational
power is propelling Al techniques to become widespread across all industries. Although the
ultimate goal of building fully intelligent entities remains elusive, the age of Al is already
impacting humanity in ways that are substantial yet not well understood.” (Garibay et al., 2023)

“As the use of Al technologies grows, so does the need for a workforce with relevant skills to
develop Al systems. Educating this growing workforce on human- centered and ethical Al
emerges as a crucial requirement to ensure that Al systems are built that are beneficial to society
while avoiding unintended harmful impacts.” (Garibay et al., 2023)
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“Motivated to lead the Al development trend of the world, multiple initiatives are proposed to
establish an Al ecosystem for the entire economy and society by strengthening R&D; developing
talent and skills; and estab]_ishing regulations, ethical norms, and national security practices.”
(Garibay et al., 2023)

Garantir a
utilizacao
sustentavel, éticae
a conformidade
legal daIA
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proativana
implementacao
de politicas e
praticas que
promovam um
ambiente de
trabalho ético e
respeitoso,
garantindo a
transparéncia
nas decisdes
tomadas pela
IA, assegurando
a protecao e
respeitando os
direitos dos
trabalhadores.
(Lukaszewski &
Stone, 2024)

“The rising need for socially, ethically, and environmentally sustainable business models has
led to further development of models of responsible corporate strategies. The concept of creating
shared value (CSV), originally introduced by Porter and Kramer, adopted a premise in which
the competitiveness of a company and the health of the communities around it are mutually
dependent. Seen from the evolving sustainability perspective, the C5V concept has extended the
challenge of value creation in society to human needs.” (Turja et al., 2022)

“Moreover, the ‘responsibility turn’ in corporate strategies has been consonant with the fact that
service work has become an important market for digitalized solutions, including robotics.
Professional and private use of service technologies has since been a growing field for both new
applications of accumulated industrial solutions and novel service innovations. (...) in services,
applying robots can be seen as an inflection point with regard to productivity gains and service
industrialization like the industrial revolution in manufacturing that started in the eighteenth
century.” (Turja et al., 2022)

“Given the ethical importance of meaningful work, more scholarship is needed to explore the
potential impacts of AI upon it. The ethical significance of Al use is widely recognised and
discussed. (...) leading to various organisational, national, and international documents
outlining ethical principles for Al deployment.” (Bankins & Formosa, 2023)

“For example, when we delegate to Al decisions regarding ethically sensitive aspects of human
resource management, the skills associated with that work can degrade and thereby diminish
important autonomy competencies. Al can also make our autonomy more vulnerable by making
us dependent on it, which means our autonomy can diminish if access to the technology is
removed.” (Bankins & Formosa, 2023)

“(..) a key concern in the ethical Al literature is how Al use may disproportionately and
negatively affect lower-skilled and lower-paid workers, while its benefits may
disproportionately accrue to those with higher skills and wages, effectively creating new types
of workplace in-groups and out-groups. For example, many of the negative impacts of Al at
work, such as surveil- lance and simplistic “minding the machine’ work, will tend to fall onless
skilled ‘blue collar’ workers, whereas more of the amplifying and autonomy-enhancing benefits
associated with taking on even more interesting and engaging work will tend to fall to already
privileged workers. This creates justice concermns around how the benefits and burdens of Al in
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workplaces are being distributed, potentially undermining solidarity between those who benefit
from Al's introduction and those who do not.” (Bankins & Formosa, 2023)

“(...) responsible and sustainable implementation of new technologies like AI requires
understanding social, technical, and even biological dynamics in tandem.” (Nazareno & Schiff,
2021)

“As an expression of this urgency, dozens of countries have begun developing national policy
strategies to address automation and AL These strategies indicate that national governments,
along with firms and intergovernmental bodies like the EU, are eager to capitalize on Al's
innovative potential yet worried about labor disruption and other social and ethical risks.”
(Nazareno & Schift, 2021)

“Conversely, the belief that computers acted as artifacts of surveillance would lead to lower job
satisfaction. However, their framework did not account for the possibility that technology could
produce increased complementarity and control/surveillance simultaneously, a possibility
reflected in our hypotheses.” (Nazareno & Schiff, 2021)

“A definition of sustainable HRM that captures the above issues well urges organizations to
design, implement and continuously refine '"HRM strategies and practices that enable the
achievement of financial, social and ecological goals, with an impact inside and outside of the
organization and over a long-term time horizon".” (Cooke et al., 2022)

“(...) sustainable HRM and its implications for individuals, groups, organizations, single
countries and the world is one of the key areas of interest in today’s HRM discourse. Ironically,
much of the writing in the field is based on analyses of organizational HRM and its operational
impact on people, prosperity and the planet without explicitly taking account of the location of
the organization.” (Cooke et al., 2022)

“(...) adopting a human-centered approach to HRM will contribute to building sustainable
workforces, organizations, communities and societies against a backdrop of a global pandemic
and political and economic uncertainty.” (Cooke et al., 2022)

“Responsible design of Alis an umbrella term for various efforts to investigate legal, ethical and
moral standpoints when using Al applications. (...) is seen as a practice of designing,
developing, and deploying Al with good intention, allowing companies to engender trust by
employees, business, customers and society.” (Garibay et al., 2023)
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“The goal of a responsible Al framework can be to establish a governance structure to ensure a
responsible use of Al technology but also to run an expanded marketing strategy to positively
influence the corporate image, or a mixture of both.” (Garibay et al., 2023)

“(...) the innovative potential of Al to be balanced against the humanistic desire and need for
privacy in its many definitions. Privacy is a core part of responsible innovation; design;
governance; interaction; and, perhaps above all, well- being.” (Garibay et al., 2023)

“Focusing on the algorithmic autonomy of Al systems, additional concerns that are pivotal for
UXinclude explainability, fairness, ethics, avoidance of automation bias and visualization of Al
uncertainty, detection and mitigation of algorithmic bias, as well as responsible democratization
of AL” (Garibay et al., 2023)

“Emphasizing the value of trust becomes paramount to establishing a workable governance
framework genuinely constructed to promote not just short-term but long-term human and
ecological well-being. In fact, given the already rapid environmental changes occurring and the
impacts on well-being as a result, FIRE becomes vital to supplying the flexibility required for
continuous measurement and reevaluation of outcomes thatan Al governance framework needs
to succeed over time.” (Garibay et al., 2023)

“Due to this development, not only the technical responsibility but also the interaction in the
legal and ethical context must be considered in order to ensure a responsible use of the
technology. The technology must therefore be considered not only in terms of its efficiency but
also in the context of its usage.” (Garibay et al., 2023)

“The goal of establishing a human-centered Al design and evaluation framework is to ensure
that the ethical Al principles are respected and human control and agency are maintained
throughout the Al system life cycle: from data collection, and curation, to design,
implementation, evaluation, deployment, use, and retirement.” (Garibay et al., 2023)

“These new technologies are also touted as helping to solve one of the problems inherent in
hiring — that people who make the hiring decisions are often biased (intentionally or not) such
that the decisions are inappropriately made based on individual demographic characteristics
such as race, gender, or disability rather than based on characteristics that are critical for
performing the job. The use of Al in selection tools was originally presented as a way to reduce
or eliminate such bias.” (Fisher et al., 2024)

“Indeed, Al algorithms are often developed using large datasets of past decisions made by
humans. If those past decisions were inappropriately made on demographic characteristics
irrelevant to the job, the Al-based algorithms learn to replicate those decision pattems.
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Policymakers are now developing laws and guidelines to help detect and correct these kinds of
biases that are often present in our Al-driven selection tools.” (Fisher et al., 2024)

“Their goal is to prevent harm to people about whom decisions are being made, especially
people from underrepresented groupsin the case of racial profiling in the criminal justice system
or gender discrimination in hiring.” (Fisher et al., 2024)

“Not surprisingly, there are also inherent risks and ethical dilemmas (e.g., invasion of privacy,
unfair discrimination, harm from erroneous data) associated with using Al in organizations, and
people are often concerned that they will lose control of Al and it will replace humanity.”
(Lukaszewski & Stone, 2024)

“However, using Al in HRM has also raised a number of key ethical and legal concerns
including its potential to invade personal privacy, lead to unfair discrimination, and generate
erroneous data for decision making.” (Lukaszewski & Stone, 2024)

“Organizations should stay up to date on current regulations and laws regarding the use of Al
in HRM. Further, organizations should be aware of ethical and moral issues, and the negative
consequences associated with the use of Al techno]ogies in HRM."” (Lukaszewski & Stone, 2024)

“(...) Al and ML results in invasion of privacy, biases and unfair discrimination, and critical
errors that may harm people and organizations. The use of Al and ML is increasing rapidly, and
we believe that organizations need to be aware of the ethical limitations of these new systems
and take proactive steps to resolve these problems.” (Lukaszewski & Stone, 2024)
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