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Abstract 
  
At present, the impact of artificial intelligence (AI) is increasingly evident across various fields, including human 
resource management. Artificial intelligence supports the management of work processes and enhances productivity. It 
has the potential to transform HR activities through relevant and in-depth analyses of individual functions. However, 
AI also entails several risks, such as increased stress and psychosocial risks. For this reason, it is essential to consider 
the responsible and transparent use of AI. Employees require adequate support to build a sufficient level of trust in AI 
and to understand how to use its tools responsibly. 
The presented study examines the impact of artificial intelligence on contemporary human resource management and 
the labour market. The main thematic areas within this issue were identified through a systematic literature review 
based on bibliometric analysis using data from the Web of Science and Scopus databases. The analysed period covers 
the years 2015–2025. 
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INTRODUCTION  

Artificial intelligence (AI) is a key 
technological tool that significantly influences 
the way we work, communicate, and make 
decisions. It represents a field of computer 
science focused on the development of machines 
capable of mimicking human thinking, decision-
making, and behaviour based on algorithms 
stored in their memory (Bhbosale, 2020). 

Artificial intelligence can be classified 
into several levels according to their complexity: 

• Artificial Narrow Intelligence (ANI): AI 
focused on a limited set of specific capabilities. 
• Artificial General Intelligence (AGI): AI 
possessing cognitive abilities comparable to 
those of humans. 
• Artificial Superintelligence (ASI): AI that 
surpasses human intelligence. 

ANI is highly specialized and is 
commonly used for specific tasks such as speech 
recognition, facial identification, or data 
prediction. Narrow AI is not capable of learning 
independently beyond its original purpose; it 
must be designed for a specific function and 

trained on data that are relevant to a particular 
problem or domain. 

AGI refers to the ability of computer 
systems to replicate the cognitive functions of 
the human brain. ASI is capable of 
understanding and, in theory, should be able to 
learn and perform any intellectual task that a 
human can accomplish. However, unlike general 
AI, it can surpass human capacities and abilities 
by multiple orders of magnitude (Schweighofer, 
2023). 

The rapid development of artificial 
intelligence and automation represents one of the 
most significant and irreversible trends in 
contemporary society, directly affecting the 
labour market and human resource management. 
The implementation of artificial intelligence in 
HR activities brings not only benefits but also 
several risks and disadvantages that require 
careful attention. According to Gašparík (2025), 
the main challenges include a reduction in the 
number of jobs, particularly in administrative 
and junior HR positions, which are the most 
susceptible to automation. This development is 
closely linked to the need for reskilling, as HR 
professionals must develop technological, 



SOCIÁLNO-EKONOMICKÁ REVUE  /  02 - 2025 

82 

analytical, and strategic skills in order to remain 
relevant in a changing work environment. 

A major risk is algorithmic bias, which 
may lead to unintended discrimination against 
candidates if AI systems are inadequately 
designed. Another significant challenge concerns 
data protection, as the processing of sensitive 
employee data requires full compliance with 
legislation such as the General Data Protection 
Regulation (GDPR). Finally, excessive reliance 
on technology may result in the dehumanisation 
of HR processes, manifested in the loss of 
personal interaction, empathy, and trust between 
employees and employers. 

 

1. LITERATURE OVERVIEW  

Artificial intelligence represents one of 
the most significant technological innovations of 
the contemporary era. Although the concept of 
artificial intelligence emerged as early as the 
1950s, its practical application in the business 
environment has only begun to develop 
extensively over the past two decades. Today, AI 
is no longer merely a set of algorithms but a 
complex system capable of autonomous 
learning, adaptation, and decision-making based 
on input data. These capabilities make AI 
particularly suitable for deployment across 
numerous areas of corporate management, where 
it can replace or complement human activities. 

The reason artificial intelligence has 
attracted such considerable attention in recent 
years lies in the fact that advances in computing 
power and data availability, together with 
theoretical knowledge, have reached a level that 
has enabled this remarkable technological 
progress (Spano, 2019). 

At present, we are witnessing the 
intensive deployment of artificial intelligence 
systems that are penetrating not only the fields of 
science, research, and strategic sectors, but also 
everyday life through consumer electronics and 
commonly used systems. Their use has become 
so natural that it often goes unnoticed; however, 
we increasingly rely on these systems and expect 
the benefits they provide, which add value to 
various aspects of our lives. 

Similarly to the field of cybersecurity, the 
development and use of artificial intelligence are 
often characterised by a tendency to prioritise 

convenience and technological benefits, 
frequently at the expense of caution and 
adherence to security principles (Šantavý, 2023). 

In his book, Spano (2019) states: “What is 
artificial intelligence? In short, it is intelligence 
demonstrated by machines, as opposed to that 
displayed by humans. It is a field of study within 
computer science that seeks to reproduce what 
the human brain does. This means perceiving the 
world through the senses, understanding and 
responding to speech, learning, planning, and 
solving problems. Since this reproduction is 
carried out by a computer, it is software that 
provides this intelligence.” 

Over the years, a significant increase in 
interest in the topic of artificial intelligence can 
be observed, with the year 2023 proving to be a 
turning point. As Komárek and Ryšavá (2024) 
note, “AI may become a key driver of economic 
development and a catalyst for changes in the 
way people live and work.” 

The significance of artificial 
intelligence lies in its potential to revolutionise 
various aspects of our lives and to bring 
substantial progress across multiple fields. When 
used responsibly, AI can lead to innovative 
solutions, increased efficiency, and an improved 
quality of life (Rudrawar, 2023). Zhang and Lu 
(2021) state that artificial intelligence is the 
science of enabling computers to perform tasks 
that, in the past, could only be carried out by 
humans. 

The impact of artificial intelligence is 
evident across all industries. Fossen and Sorgner 
(2019) suggest that the areas in which AI is 
currently achieving the greatest progress are 
associated with non-routine cognitive tasks, 
which are often performed by medium- to highly 
skilled workers. These workers tend to adapt 
more easily to new technologies, as there is a 
high likelihood that they already work with 
digital technologies. More highly educated 
workers are also more likely to possess task-
specific human capital, which may make 
adaptation more costly for them. 

In order to enhance the efficiency of 
human resource management processes and 
improve performance, organisations have begun 
to adopt disruptive technological innovations in 
this area. The concept of digitalisation of human 
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resource management refers to the 
transformation of HR activities through their 
automation using various software solutions and 
technological tools (Malik et al., 2022). 

The issue of artificial intelligence and 
its impact on the labour market and society is not 
a phenomenon of recent years. In the past, 
technological progress has led to the loss of 
numerous jobs. Many authors focus on 
examining the impact of AI on unemployment 
(Virgili, 2024; Dall’Anese, 2020; Makridakis, 
2017; Kudoh, 2025). As a result, some scholars 
adopt a pessimistic perspective on the 
implementation of AI. In 2019, Andrea Renda 
addressed this issue in his publication Artificial 
Intelligence, emphasising that AI would take 
over human jobs. 

On the other hand, many authors argue 
that the use of AI technologies does not 
automatically lead to an increase in 
unemployment (Mutascu, 2021; Gries and 
Naudé, 2018). Instead, the changes brought 
about by the digital age compel the workforce to 
adapt to a new working environment influenced 
by the use of AI technologies (Abdeldayem and 
Aldulaimi, 2020). Meister (2019) predicted that 
artificial intelligence would create more jobs 
than it would eliminate. 

As noted by Sanyaolu and Atsaboghena 
(2022), functions such as recruitment and 
selection, onboarding, performance 
management, employee engagement, and 
retention are currently carried out with the 
support of virtual assistants. The development of 
human resource information systems (HRIS) has 
provided a foundation for the application of 
artificial intelligence in human resource 
management. 

The topic of artificial intelligence has 
become the subject of discussion in academic 
circles, as evidenced by the growing number of 
publications indexed in the Web of Science and 
Scopus databases. The first contribution 
recorded in Scopus dates to 1966 under the title 
Artificial Intelligence in Automated Design 
(Jirauch, 1966). The author notes that new 
techniques in the field of artificial intelligence 
are continuously being developed yet are “too 
distant” to be considered practical at that time. 

In the Web of Science database, the first article 
addressing artificial intelligence in relation to the 
labour market and human resource management 
appeared in 1994. The authors emphasised the 
use of artificial intelligence in the automation of 
production within changing manufacturing 
environments (Yazici et al., 1994). 

2. GOAL AND METHODOLOGY  

The study focuses on analysing the impact of 
artificial intelligence on the labour market and 
human resource management. The aim of the 
study is to identify and analyse the research 
directions of authors whose work includes 
keywords related to artificial intelligence, human 
resource management, and the labour market, 
and whose studies are available in the Web of 
Science and Scopus databases based on 
predefined criteria. 

To select relevant literature, the Web of Science 
and Scopus databases were chosen, and the 
analysed period was limited to the years 2015–
2025. This period represents a phase of intensive 
technological development across various 
sectors, including the labour market and human 
resource management, making it a relevant 
timeframe for analysing current trends and 
impacts. In selecting relevant studies, a search 
string consisting of the keywords “AI”, “labour 
market”, and “human resource management” 
was applied. 

3. FINDINGS AND DISCUSSION  

Figure 1 illustrates a network visualization of 
keywords related to artificial intelligence, work, 
and business management, created using the 
VOSviewer tool based on an analysis of term 
occurrences in the academic literature. Individual 
nodes represent dominant concepts, with their 
size reflecting the frequency of occurrence, 
while the distance between nodes indicates the 
degree of thematic relatedness. Coloured clusters 
identify the main thematic areas of research. 

The blue cluster is centred around the concepts 
of work, automation, policy, economy, and 
labour market. The dominance of these terms 
indicates a strong focus in the literature on the 
systemic impacts of AI on work, the labour 
market, and economic policy. This thematic area 
highlights the macroeconomic and regulatory 
dimensions of AI implementation, in which 
artificial intelligence is perceived as a driving 
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force behind structural changes in the labour 
market. From a business management 
perspective, this cluster reflects the need for 
organisations to strategically adapt to process 
automation, as well as to align corporate 
strategies with public policies and prevailing 
economic conditions. 

The green cluster includes words such 
as industry, process, workplace, employee, 
society, and fairness. This cluster represents the 
organisational and socio-ethical dimensions of 
AI application. From a business management 
perspective, particular emphasis is placed on the 
transformation of work processes, changes in the 
workplace environment, and the relationship 
between technology and employees. The 
occurrence of terms such as fairness and human 
indicates the growing importance of ethical 

considerations, justice, and social responsibility 
in the implementation of AI within 
organisational systems. 

The red cluster is oriented towards the 
micro-level and the development of human 
capital, with dominant concepts including skill, 
generative AI, wage, evidence, challenge, and 
context. This cluster reflects intensive research 
into changes in skills, remuneration, and the 
challenges that AI poses for human resource 
management. It highlights evolving skill 
requirements for employees and the impact of AI 
on productivity, wages, and competency profiles. 
From a managerial perspective, this represents 
an area of strategic importance, as skill 
development, reskilling, and talent management 
are becoming key instruments of organisational 
competitiveness. 

 
Figure 1: Keyword co-occurrence map 

 
Source: own elaboration 

 
A significant feature of the visualisation 

is the high degree of interconnection between 
clusters, which highlights the interdisciplinary 
nature of AI research in the context of work and 
business management. Concepts such as 
application, time, and challenge function as 
bridging nodes between the macro-, meso-, and 
micro-levels of analysis, emphasising that the 
implementation of AI in organisations is a 

dynamic process influenced by technological, 
organisational, and societal factors. 

Overall, the visualisation confirms that 
artificial intelligence in business management 
represents not merely a technological innovation, 
but a complex transformative force that affects 
organisational strategy, processes, human 
resources, and ethical frameworks. 
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The graph in Figure 2 illustrates the 
development in the number of publications using 
the keywords “AI”, “labour market”, and 
“human resource management” in the Web of 
Science and Scopus databases over the period 
2015–2025. The results indicate a significant 
increase in scholarly interest in this topic, 
particularly after 2020, reflecting the growing 
importance of artificial intelligence in the fields 
of work and human resource management. 

The lower number of records in 2025 is 
likely due to data incompleteness, as not all 
publications from that year had been indexed in 
the databases at the time of analysis. In addition, 
temporal delays between article publication and 
database indexing, as well as differences in 
authors’ use of keywords, may also play a role. 

 

 

Figure 2: Use of the keywords “AI”, “labour market”, and “human resource management” in the Web of Science and 
Scopus databases (2015–2025). 

 
 

Source: own elaboration 
 

The content of the analysed 
publications points to three main analytical 
levels. The first is the macro level, which 
addresses the economic and institutional 
consequences of AI implementation, including 
changes in the labour market, productivity, and 
the role of public policies. The second level 
comprises the organisational perspective, 
focusing on the implementation of AI in business 
processes, the transformation of jobs, decision-
making mechanisms, and managerial functions. 
The third level, the micro level, concentrates on 
individuals, particularly on changes in required 
skills, impacts on wages, job satisfaction, and the 
human–technology relationship. 

A significant characteristic of the 
analysed body of literature is the growing 

attention paid to the ethical and social aspects of 
AI, such as algorithmic transparency, fairness in 
decision-making, and managerial responsibility 
in the deployment of intelligent systems. These 
themes are particularly relevant for 
contemporary business management, as they 
indicate a shift from purely technical 
optimisation towards sustainable and socially 
responsible management. 

Overall, the analysed body of literature 
provides a robust theoretical and empirical 
foundation for examining artificial intelligence 
as a strategic factor in business management. 
The conclusions of individual studies support the 
assertion that the successful integration of AI 
requires not only technological investments, but 
also the adaptation of organisational structures, 
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the development of human capital, and well-
considered managerial decision-making. 

One of the earliest authors to address 
this issue—and also the most cited in the Web of 
Science database, with 325 citations—is Frank et 
al. (2019). The study analyses the potential 
impacts of artificial intelligence and automation 
on the labour market, with a particular focus on 
methodological barriers that hinder accurate 
measurement and prediction. The authors 
highlight that AI can both substitute for and 
complement human labour, with its effects 
manifesting primarily at the level of specific 
tasks and skills rather than entire occupations. 

A key challenge identified is the lack of 
detailed, dynamic, and spatially sensitive data on 
job-related skills, which would enable the 
empirical capture of processes of substitution 
and complementarity between humans and 
technologies. The article emphasises the need for 
new data sources, particularly from online job 
postings and résumés, as well as the use of 
machine learning methods to monitor changes in 
skill demand. In conclusion, the authors 
recommend that research and policy-making 
focus on building labour market resilience in 
light of the uncertainty surrounding 
technological development. 

Another notable contribution in this 
field, with 294 citations in the Web of Science 
database, is the study by Agrawal, Gans, and 
Goldfarb (2019). The authors analyse the impact 
of artificial intelligence on the labour market 
through a task-based framework in which AI 
reduces the cost of prediction as an input into 
decision-making processes. They identify four 
channels through which cheaper and more 
accurate prediction affects labour demand: the 
direct substitution of labour in prediction tasks, 
the subsequent automation of complementary 
decision-making tasks, productivity-enhancing 
complementarities between labour and decision-
making, and the creation of new tasks. 

This framework implies that the overall 
effect of AI on employment and wages is a 
priori ambiguous and depends on the relative 
returns to labour and capital in complementary 
tasks. The article thus provides a theoretical 
explanation for why empirical estimates of the 
impacts of AI often yield weak or inconclusive 
effects. 

Among the most cited articles is the 
study by Acemoglu et al. (2022), with 280 
citations. The authors examine the impact of 
artificial intelligence (AI) on the labour market 
using data from online job postings in the United 
States since 2010. The study focuses on the 
growth of AI-related jobs, documenting a rapid 
increase in AI-intensive positions between 2010 
and 2018, particularly in firms where employees 
perform tasks compatible with current AI 
capabilities. 

The authors also investigate 
employment effects, showing that the adoption 
of AI within firms leads to reduced hiring for 
non-AI-related positions, alongside changes in 
the skill requirements of remaining job postings. 
In addition, the study examines macroeconomic 
effects; although these changes are clearly 
observable at the firm level, the aggregate impact 
of AI on employment and wage growth in the 
most exposed industries and occupations remains 
too small to be statistically detectable. 

Overall, the article demonstrates that AI 
has local and structural effects on the labour 
market by reshaping job types and required 
skills, while its aggregate effect on employment 
and wages remains limited at present. 

In their earlier study, Acemoglu and 
Restrepo (2020), which has received 259 
citations in the Web of Science database, argue 
that the current development of artificial 
intelligence is disproportionately oriented 
towards the automation of existing job tasks 
rather than the creation of new tasks in which 
labour could be productively employed. This 
“misdirected” path of technological progress 
contributes to stagnating labour demand, a 
declining labour share of national income, and 
rising inequality, while simultaneously 
weakening productivity. The authors emphasise 
that the economic consequences of AI are not 
technologically determined but rather depend on 
innovation choices and institutional 
arrangements. 

The main difference between Acemoglu 
and Restrepo (2020) and Acemoglu et al. (2022) 
lies in the type of approach and level of analysis. 
The 2020 article is predominantly conceptual 
and normative in nature; it analyses the direction 
of technological progress in AI and argues that 
its current focus on automation leads to adverse 
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macroeconomic outcomes, such as stagnating 
labour demand, a declining labour share of 
income, and increasing inequality. In contrast, 
the 2022 study is empirical and descriptive, 
relying on micro-level data from online job 
postings to identify the specific mechanisms 
through which AI adoption alters firms’ hiring 
behaviour and skill requirements. 

While the former article evaluates 
which type of AI development should be socially 
preferred, the latter documents the effects of the 
current diffusion of AI as observed in empirical 
data. As a result, whereas the normative 
conclusions of the 2020 study anticipate 
potentially strong long-term impacts of AI on the 
labour market, the empirical findings from 2022 
point to effects that remain weak at the aggregate 
level but are clearly observable at the micro level 
of firms. 

The divergence between the normative 
conclusions of Acemoglu and Restrepo (2020) 
and the weak aggregate effects identified by 
Acemoglu et al. (2022) is largely attributable to 
the time lag between AI adoption at the firm 
level and its macroeconomic consequences. 
During the observed period (2010–2018), 
artificial intelligence was at a relatively early 
stage of diffusion, with its use concentrated in a 
limited number of firms and in tasks compatible 
with the technical capabilities of AI at that time. 

At this stage, the effects primarily 
manifest in changes to hiring strategies, skill 
requirements, and internal work reorganisation, 
which are readily identifiable in micro-level data 
but are not yet sufficient to generate substantial 
shifts in aggregate employment or wages. 
Macroeconomic effects—such as persistent 
changes in labour demand or wage structures—
typically materialise only after broader 
technology adoption, sectoral reallocation, and 
adjustments in labour market institutions, which 
explains their currently limited empirical 
detectability. 

CONCLUSION  

The impact of artificial intelligence on the 
labour market and human resource management 
is complex and multifaceted. While there is 
considerable potential for increased productivity 
(Ključnikov, 2023), economic growth (Batabyal, 
2024), and the creation of new jobs, existing 

risks related to labour substitution, widening 
inequalities, and the need for skill adaptation 
cannot be overlooked. Labour market policies, 
the education system, and the capacity of 
organisations and individuals to adapt to these 
changes play a crucial role in shaping outcomes. 

Looking ahead, a significant development 
of human resource information systems can be 
expected, with process simplification emerging 
as a key trend and a fundamental element of 
future HR system evolution. The implementation 
of artificial intelligence in human resource 
management brings both challenges and 
opportunities. The effective and appropriate use 
of AI in HR management requires consideration 
not only of technological aspects but also of the 
human factor and the individual needs of 
employees when implementing new 
technologies. 

For this reason, responsible and 
transparent use of AI is essential. Employees 
require adequate support to develop a sufficient 
level of trust in AI and to understand how to use 
its tools responsibly. 

In his work, Lang (2025) formulates seven 
recommendations for organisational leaders: 

• Invest in increasing AI literacy in order 
to strengthen collaboration among 
employees and foster the development 
of critical thinking. 

• Establish clear rules and act as a role 
model for the responsible use of AI. 

• Promote continuous dialogue about 
AI—where it creates value, where it 
poses risks, and what kind of support 
employees need. 

• Build a safe environment that facilitates 
the transparent use of AI. 

• Invest in strategic planning and 
reskilling to prepare employees for 
forthcoming changes in the work 
environment. 

• Seek a balance between innovation and 
risk management—enable 
experimentation while ensuring 
compliance with organisational policies. 
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• Monitor trends and developments in 
artificial intelligence and emerging 
technologies.  

 
Artificial intelligence tools enable versatile 
applications and, in the field of human resource 
management, help perform a wide range of tasks 
more quickly and more effectively. 

The issue of applying artificial intelligence in 
human resource management and the labour 

market is highly extensive, thereby opening 
further avenues for future research in this area. 

 
 
ACKNOWLEDGMENTS  

This paper was created within the project VEGA 
1/0369/24 "Legal, economic and ethical limits 
and challenges of artificial intelligence in human 
resource management”. 

 

REFERENCES 

Acemoglu, D ; Autor, D ; Hazell, J ; Restrepo, P 
(2022). Artificial Intelligence and Jobs: Evidence 
from Online Vacancies. In. JOURNAL OF 
LABOR ECONOMICS. Volume 40. Page S293-
S340. DOI 10.1086/718327 

Acemoglu, D. and Restrepo, P. (2020). The wrong 
kind of AI? Artificial intelligence and the future of 
labour demand, Cambridge Journal of Regions, 
Economy and Society, Volume 13, Issue 1, March 
2020, Pages 25–35, 
https://doi.org/10.1093/cjres/rsz022 

Agrawal, A.;, Gans, . S. and Goldfarb, A. (2019). 
"Artificial Intelligence: The Ambiguous Labor 
Market Impact of Automating Prediction." Journal 
of Economic Perspectives 33 (2): 31–50.DOI: 
10.1257/jep.33.2.31 

Bhbosale, S. A. (2020). Advantages And 
Disadvantages Of Artificial Intellegence. Aayushi 
International Interdisciplinary Research Journal, 
227-230. Dostupné na Internete: 
https://www.researchgate.net/publication/3445842
69_Advantages_And_Disadvantages_Of_Artificia
l_Intellegence 

Fossen, F. & Sorgner, A. (2019). New Digital 
Technologies and Heterogeneous Employment 
and Wage Dynamics in the United States: 
Evidence from Individual-Level Data . IZA 
Discussion Paper, 2019. Dostupné na: 
https://www.iza.org/publications/dp/12242/new-
digital-technologies-and-heterogeneous 
employment-and-wage-dynamics-in-the-united-
states-evidence-from-individual-level-data 

Frank,M.R.; Autor, D.; Bessen, J. E.; Brynjolfsson, E. 
et all. (2019).  Toward understanding the impact 
of artificial intelligence on labor, Proc. Natl. Acad. 
Sci. U.S.A. 116 (14) 6531-6539, 
https://doi.org/10.1073/pnas.1900949116. 

Gašparík, M. (2025). AI: Personalista v ére umelej 
inteligencie. Michalgasparik.sk. Dostupné na 
Internete: 
https://www.michalgasparik.sk/2025/04/07/ai-
personalista-v-ere-umelej-inteligencie/ 

Komárek, L., & Ryšavá, M. (2024). Vzestup umělé 
inteligence: Má lidstvo v rukou převratnou 
dvojsečnou zbraň? ČNB. Dostupné na Internete: 
https://www.cnb.cz/cs/o_cnb/cnblog/Vzestup-
umele-inteligence-Ma-lidstvo-v-rukou-prevratnou-
dvojsecnou-zbran/ 

Lang, J. (2025). Zodpovedné využívanie umelej 
inteligencie začína vo vnútri organizácie. 
Dostupné na : 
https://kpmg.com/sk/sk/media/tlacove-
spravy/2025/07/ai-v-pracovnom-prostredi.html 

Malik, A. et al. (2022). Artificial Intelligence, 
Employee Engagement, Experience and HRM. 
Available on: 
https://link.springe.com/chapter/10.1007/978-3-
030-90955-0_16#ref-CR17 

Rudrawar, S. (2023). AI for Everyone: Fundamentals. 
Dnyanopasak Shikshan Mandal’s Arts, Commerce 
& Science College, Jintur ISBN 978-81-957387-3-
1 

Sanyaolu, E., & Atsaboghena, R. (2022). Role of 
Artificial Intelligence in Human Resource 
Overview of its benefits and challenges. Dostupné 
na Internete: 
https://www.researchgate.net/profile/Eniola-
Sanyaolu/publication/366307222_Role_of_Artific
ial_Intelligence_in_Human_Resource_Manageme
nt_Overview_of_its_benefits_and_challenges/link
s/639b490fe42faa7e75c5888c/Role-of-Artificial-
Intelligence-in-Human-Resourc 

Spano, M. (2019). Umelá inteligencia v orechovej 
škrupinke. Dostupné na internete : 
https://books.google.sk/books?id=I-
uyDwAAQBAJ&pg=PA29&hl=sk&source=gbs_t
oc_r&cad=2#v=onepage&q&f=false, 8057006803 

Schweighofer, P. (2023). Čo ešte neviete o umelej 
inteligenci (AI)? História, typy a budúcnosť. 
Dostupné na: https://visibility.sk/blog/co-este-
neviete-o-umelej-inteligencii-historia-typy-
buducnost/ 

Šantavý, P. (2023). Umelá inteligencia – dobrý sluha a 
zlý pán?. Bratislava : Rímskokatolícka 
cyrilometodská bohoslovecká fakulta Univerzity 



SOCIÁLNO-EKONOMICKÁ REVUE  /  02 - 2025 

89 

Komenského. Dostupné na internete : 
https://frcth.uniba.sk/fileadmin/rkcmbf/umela_inte
ligencia/Kniha-Umela_inteligencia-
dobry_sluha_a_zly_pan.pdf 

Abdeldayem, M. M. & Aldulaimi, S., H. (2020). 
Trends and opportunities of artificial intelligence 
in human resource management: Aspirations for 
public sector in Bahrain. In: International Journal 
of Scientific and Technology Research. Pp. 3867-
3871. K dispozícii na: 
https://www.researchgate.net/profile/SaeedAldulai
mi/publication/340460650_Trends_And_Opportu
nities_Of_Artificial_Intelligence_In 
_Human_Resource_Management_Aspirations_For
_Public_Sector_In_Bahrain/links/5e8f07cc 
299bf1307989f7b0/Trends-And-Opportunities-Of-
Artificial-Intelligence-In-HumanResource-
Management-Aspirations-For-Public-Sector-In-
Bahrain.pdf 

Batabyal, A. A. & Kourtit, K., & Nijkamp, P. (2024). 
Artificial intelligence based technologies and 
economic growth in a creative region. In: 
Economics of Innovation and New Technology, 
https://doi.org/10.1080/10438599.2024.2374273 

Dall'Anese, D. (2020) . The impact of Artificial 
Intelligence on unemployment: a systematic 
literature review. 2020. [online] Dostupné na: 
http://dspace.unive.it/bitstream/handle/10579/1793
0/867170-1229423.pdf 

Gries, T- & Naudé, W. (2018). Artificial Intelligence, 
Jobs, Inequality and Productivity: Does Aggregate 
Demand Matter? IZA Discussion Papers 1 2005 

Jirauch, D (1966). Artificial intelligence in automated 
design. DAC '66: Proceedings of the SHARE 
design automation project. Pages 9.1 - 9.10. 
https://doi.org/10.1145/800267.810781 

Ključnikov, A. & Popkova, E., G. & Sergi, B. (2023). 
Global labour markets and workplaces in the age 

of intelligent machines. In:  Journal of Innovation 
& Knowledge,Volume 8, Issue 4, ISSN 2444-
569X, https://doi.org/10.1016/j.jik.2023.100407. 

Kudoh, N. & Miyamoto, H. (2025). Robots, AI, and 
unemployment. In: Journal of Economic 
Dynamics and Control, Volume 174, ISSN 0165-
1889, https://doi.org/10.1016/j.jedc.2025.105069. 

Makridakis, S. (2017). The forthcoming Artificial 
Intelligence (AI) revolution: Its 52 impact on 
society and firms. In: Futures. Elsevier Ltd, 90, 
pp. 46–60. doi: 10.1016/j.futures.2017.03.006. 

Meister, J. (2019). Ten HR Trends in The Age of 
Artificial intelligence. In: Forbes. Dostupné na: 
https://www.forbes.com/sites/jeannemeister/2019/
01/08/ten-hr-trends-in-the-age-of-artificial-
intelligence/#578cfeea3219.  

Mutascu, M. (2021). Artificial intelligence and 
unemployment: New insights. Economic Analysis 
and Policy, 2021, 69: 653-667. Dostupné na 
https://univorleans.hal.science/hal-
03528263/document 

Renda, A. (2019). Artificial Intelligence - Ethics, 
governance and policy challenges CEPS. 
Dostupné z: 
https://cdn.ceps.eu/wpcontent/uploads/2019/02/AI
_TFR.pdf 

Virgilio, GPM & Saavedra Hoyos, F. & Bao 
Ratzemberg, CB (2024), „ The Impact of Artificial 
Intelligence on Unemployment: An Overview “, 
International Journal of Social Economics , Vol. 
51 č. 12, s. 1680-1695. 
https://doi.org/10.1108/IJSE-05-2023-0338 

Yazici, H. & Benjamin, C. & McGlaughlin, J. (1994).  
AI-based generation of production engineering 
labor standards. In IEEE Transactions on 
Engineering Management, vol. 41, no. 3, pp. 302-
309, Aug. 1994, doi: 10.1109/17.310145. 

 
Contact: 
 
PhDr. Jana Španková. Ph.D. 
Faculty of Social and Economic Relations 
Alexander Dubček University in Trenčín 
Študentská 3. 911 50 Trenčín 
Slovak Republic 
e-mail: jana.spankova@tnuni.sk 
 
Ing. Jana Sochuľáková. Ph.D. 
Faculty of Social and Economic Relations 
Alexander Dubček University in Trenčín 
Študentská 3. 911 50 Trenčín 
Slovak Republic 
e-mail: jana.sochulakova@tnuni.sk 
 
 
 


