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I. INTRODUCTION

A computation of Al into Oracle HCM systems can transform the human resource management practice by
automating the administrative functions, enhancing the recruitment exercise, and delivering sophisticated
analytics. Nonetheless, the transition to Al-based solutions is not always welcomed by the employees,
human resources, and the management. Change in organization is necessary to coordinate people,
processes and technology. The report analyses the obstacles of Al implementation in the Oracle HCM
systems, and in particular, attempting to overcome the opposition on different organizational levels,
including frontline employees and top management.

Problem Statement

Regardless of the perceived positive aspects of Al implementation in the Oracle HCM systems, companies
struggle to persuade employees, HR experts, and management due to a feeling of job loss [1]. There is also
technical incompetence and a poor understanding of the reliability of the new systems and their effect on
organizational culture.

709

Copyright © 2025 by Author/s and Licensed by JISEM. This is an open access article distributed under the Creative
Commons Attribution License which permitsunrestricted use, distribution, and reproduction in any medium, provided the
original work is properly cited.



Journal of Information Systems Engineering and Management
2025, 10(63s)

e-ISSN: 2468-4376

https://jisem-journal.com/ Research Article

Aims and Objectives:

Aim

The aim is to investigate the problems and facilitators in the integration of Al in the Oracle HCM systems,
with organizational change.

Objective

To investigate the issues of AI implementation into the Oracle HCM systems.

To explore the sources of resistance on different organizational levels.

To find facilitators and how resistance can be overcome, and the mainstream adoption of
Al

To suggest the best practices to address change management in the case of Al
implementation in HCM systems.

II. LITERATURE REVIEW
A. The Goal of the Review

This part will overview the literature on the topic of organizational change and resistance to adoption of AI
especially within human resource management systems [2]. These are some of the main variables that it
explores to determine how Al incorporation correlates with its success.

B. Study of Previous Literature

Organizational Change and Resistance

RESPONSES TO CHANGE

To productively engage and support change recipients may require thinking
beyond the binary concepts of ‘acceptance/good” or resistance/bad’. The
framework below. adapted from the work of Shaul Oreg and colleagues.
considers mulliple response dimensions and their potential impact on the
change process and overall change sffort
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Fig. 1: Organizational change resistance concept illustration
Studies have pointed out that the main concern that employees have led to resistance to Al adoption in an
organization is that they are too much afraid of job loss and loss of control to the automated systems [3]. It
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is found that the psychological aspects of fear, uncertainty, and perceived job insecurity are determinants
of this resistance [4]. These emotional reactions are difficult to manage and thus management is key to the
successful implementation of AI[5]. Based on the emphasis on communication and trust-building and overt
shows of the supportive role of Al instead of the replacement orientation, the value of resistance during
organizational change can be alleviated.

Al in HCM System
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Fig. 1: AT in HCM System

Predictive analytics and payroll automation, as well as talent management, are Al applications that are
integrated into Oracle HCM systems to improve HR activities [6]. While these technologies hold an
enormous promise to enhance efficiencies, research reveals that HR practices are likely to clash with the AI
data-oriented approach [7]. It can be understood that employees and HR professionals might consider Al
tools challenging or redundant, particularly when traditional, manual operations are employed [8]. It is
imperative to comprehend the unique problems and drawbacks of Al as applied in the HR processes and
achieve an easy integration process.

Change Management Frameworks
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Fig. 2: Kotter’s 8 Step Change Model

There is vast research on change management model like the model of 8 steps developed by Kotter and the

model of three steps developed by Lewin to overcome resistance in implementation of AI [9]. These
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frameworks highlight the role of leadership in change leadership, building urgency to use AI, and
maintaining homogeneity in organizational communications [10]. The model developed by Kotter with the
components of creating a sense of urgency, guiding coalitions, and quick wins [11]. This can be specifically
useful in supporting the acceptance and integration of Al technologies into HR systems in the long run.

Leadership and Organizational Commitment
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Fig. 3: Leadership and Organizational Commitment

Some of the studies conducted on leadership when integrating Al into the organizational environment
stress that the commitment of the top management is a key element that can be used in defeating resistance
[12]. Leaders with high levels of involvement, voice attention as well as show the advantages of the A, have
higher chances of establishing a conducive culture of change [13]. Transparent and open-minded leadership
styles and those that encourage constant feedback provide an organization in which workers feel less
threatened [14]. It also feels more confident with the transition to the AI-driven systems in the HCM.

Employee Training and Engagement

Bestp i for employee training
Align training with your organization’s unique
culture and goals.

e Keep strategies fresh through ongoing development.

G Leadership sets the tone for engagement success.

A Use employee input to refine and improve training.

o Create an environment where every voice matters.

Fig. 4: Employee Training and Engagement
The findings of the research regarding employee training and engagement indicate that the resistance of
individuals to the implementation of AT in HCM systems is possible to overcome through a comprehensive
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training programmed [15]. Research has shown that, once employees know about the value of AI and have
the required skills to operate such tools, the rate of resistance greatly reduces [16]. It may manifest itself in
choosing employees at the very beginning of the change process and integrating them into the
implementation of Al, resulting in increased buy-in and less challenging transitions [17]. Continuous
training will also be important to achieve success in the long run by keeping the staff informed about new
developments in Al

Cultural Factors in AT Adoption
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Fig. 5: Cultural Factors in AT Adoption

The culture within the organization is important for establishing successful Al implementation in HR
systems, and to measure the success it will achieve [18]. Research has demonstrated that organizations
whose culture allows embracing of innovation and technological advances have more chances of succeeding
in adopting AI [19]. Nevertheless, Al implementation may be contested by one of their strongest cultural
resistances in cases when traditional approaches are well-established in an organization [20]. A culture of
trust, cooperation, and openness to change is a key to surmounting the primary obstacles in Al resistance
and making sure the technology is viewed as an instrument of improvement and not a breakthrough.
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Al Ethics and Employee Concerns
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Fig. 6: Key Applications of AI in HR

The ethical issues surrounding Al in the HCM systems are rather popular in the latter. Employees tend to
complain about the impartiality, transparency, and responsibility of Al algorithms, especially regarding
such fields as recruitment and performance calculations [21]. It has been suggested by research that these
concerns can be addressed by having clear policies that deal with the ethical application of AI and by clear
decision-making processes [22]. It is crucial to make sure that the Al systems are developed in a way that
takes ethical factors into consideration, that it should not biased or unfair, as this would help gain the trust
of employees and ultimately make AI use in human resources.

Literature Gap

The research regarding Al integration in HCM systems mainly deals with single aspects of the topic, such
as Al tools or change management models [23]. Nevertheless, the lack of studies which examine the entire
spectrum of organizational resistance and the complex nature of Al integration to HCM systems exists [24].
There is no research that exists regarding the successful implementation of traditional HR practices into
the Al-focused models [25]. Also, there is little empirical evidence of the long-term effect of Al
implementation on the organizational culture, employee roles, and overall system performance in a large-
scale HR setting [26]. These gaps should be filled using further investigations.

III. METHODOLOGY

The given work is qualitative and aims to investigate the obstacles and facilitators to the implementation of
Alin the Oracle HCM systems with special emphasis on the ability to overcome resistance on different levels
within the organization [27]. The administration of the first step will include data gathering associated with
interviews with HR managers, employees, and IT experts who have undergone the implementation of Al in
the Oracle HCM systems [28]. The personal experiences, perceptions on Al and challenges during
implementation will also be captured in these interviews. The data that has been collected will be analyzed
in terms of themes to determine the recurring themes concerning resistance, change management strategies
and facilitators [29]. This will be analyzed based on main areas of resistance that include fear of job
displacement, mistrust, and fears towards data privacy. The effective strategies by organizations in solving
these barriers like involvement of leadership, training programmes, and communication strategies will also
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be pointed out. For getting confirmed results, the case of organizations that successfully introduced AI in
Oracle HCM systems will be included into the study [30]. The following case studies shall be evaluated to
determine which models of change management that is the process of change management developed by
Kotter, and by Lewin turned out to as most effective as the one that enabled the adoption of Al Finally, the
research will give a synthesis of the findings and will propose the best practices in handling organizational
change when implementing AI [31]. This will be followed by discussion on post implementation factors
which will be continuous training and monitoring of the system to face long-term achievement and
flexibility.

IV. DATA ANALYSIS

Implementing Al into the Oracle HCM systems will necessitate a number of phases including data
processing and management, model training, implementation, and evaluation. The analysis below is on the
barriers and enablers of Al use in HR systems. The interviews, as well as the HR managers, employees, and
IT specialists, and case studies of other organizations that successfully embraced Al were used to gather the
data. Of interest in the analysis is the level of resistance, the impact of change management strategies, and
the critical success factors of the successful implementation of Al.

Resistance Levels Across Departments

pleslib pyploz 2= ple

Fig. 7: Resistance Levels by Department

There were certain resistance levels in HR, Finance, IT, Marketing and Sales, among others as indicated in
a bar chart. There was the greatest resistance to Sales and Marketing because of little knowledge regarding
the definition of AI, whereas the more IT departments exhibited reduced resistance. This chart explains the
necessity of department-based approaches to solve department-related issues and enhance the employees
who work and feel engaged.

Tracking Employee Satisfaction Over Time
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Table 2: Employee Satisfaction Over Time
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The line chart monitored the level of satisfaction with AI among employees in 12 months. The level of
satisfaction was not high; it showed worries on losing their jobs and getting used to new technologies. But
with the improvement in training programmes and communication, satisfaction also improved gradually.
This chart has proven that constant training and the involvement of leaders in resistance reduction and
morale enhancement had a positive influence over the long term.

Primary Reasons for Resistance to AI Adoption

Fig. 8: Reasons for Al Resistance

A pie chart was used to single out the major causes of resistance such as lack of training, fear of losing a job
and ethical issues. There was a trend indicated by the chart that the greatest constraint was the lack of
training which was then succeeded by the fear of losing the job. This visualization assisted organizations to
identify and deal with these issues directly using specific training programmes and clearing
communication.

Visualizing the Relationship Between Age and AI Readiness

&I readiness =

Fig. 9: Age vs Al Readiness with Digital Literacy

The correlation between the age and Al readiness was plotted in terms of a scatter plot, whereby the bubble
size indicated the level of digital literacy. The plot demonstrated that the younger and more digitally literate
employees were more prepared to adopt Al and older, less digitally literate ones were more hesitant. Such
visualization enabled the determination of the groups of employees that needed extra training to facilitate
the introduction of Al
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Resistance to Different AI Features Across Departments
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Fig. 10: Resistance to Al Features Across Departments

Resistance to the different Al features was obtained through a heatmap of the new tool such as automation
of recruitment, payroll and performance evaluation. Resistance was leading at the area of recruitment
automation, though it mostly concerned the HR and its departments such as the IT indicated more
willingness to accept payroll automation. The heatmap helped to have a clear picture of what Al features
should receive greater attention and interaction in departments.

Distribution of AI Acceptance Scores

AI Acceptance JScores'

Fig. 11: Distribution of AI Acceptance Scores

The histogram was used to illustrate the distribution of the Al scores of acceptances among employees. The
data was skewed with majority of the employees recording moderate to high acceptability though small
percentage was highly resistant. The histogram revealed that special training is necessary towards the
employees who scored lower in terms of acceptance to make AI adoption simpler.
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Relationship Between AI Readiness, Training, and Resistance Levels

Fig. 12: AT Readiness, Training, and Resistance

Bubble chart was used to visualize the relationship between Al readiness, the completion of training, and
the degree of resistance. Bigger bubbles meant more resistance and the employees who possessed a
behavior likened to increased resistance were those who had greater Al readiness as well as those who
completed training. This chart made it clear that thorough training played a vital role in the mitigation of
resistance especially to the low Al preparedness employees.

Resistance Across Organizational Levels

Fig. 13: Resistance Across Organizational Levels

A multi-level chart was used to analyses the level of resistance at various levels in the organization like
amongst junior staffs, middle management and top leadership. The junior staff had the highest resistance
followed by the middle management and the least resistance was the senior leadership. This chart has
brought out the different degrees of resistance according to the organizational hierarchy and the sensitivity
of addressing issues at all levels, and particularly at the frontline.
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V. RESULT AND DISCUSSION

The data analysis results will be critical on the adoption of Al in the systems of Oracle HCM. All of that was
done with the help of various graphs and charts that allowed determining the levels of resistance, evaluating
the success of change management strategies, and determining the critical aspects of successful
implementation of AL. The data was collected by interviewing HR managers, employees, and IT specialists,
and based on case studies of organizations who managed to implement Al in their Oracle HCM.

Resistance Levels Across Departments

Al Resistance Levels Across Departments
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Fig. 14: Resistance Levels by Department

The bar chart indicated Sales and Marketing had the highest resistance amount because of the absence of
knowledge regarding the role of AI, and IT departments had lower resistance. The necessity to do
department-specific strategies was pointed out with the help of this chart. In particular, the HR and the IT
may need to have greater technical training whereas Sales and Marketing might need to know how Al can
improve work processes.

Tracking Employee Satisfaction Over Time

Employee Satisfaction with Al Adoption Over Time
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Fig. 15: Employee Satisfaction Over Time
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A line chart showed a gradual rise in employee satisfaction in 12 months following adoption of Al
Employees feared loss of job at first but satisfaction rose as training programmes and communication
increased. This trend shows the positive role of leadership involvement and training, which means that an
initial opposition can be reserved with continuous guidance and performance communication.

Primary Reasons for Resistance to AI Adoption

Primary Reasons for Resistance to Al Adoption
Other

Ethical Concerns

10.0%

Lack of Training

Data Privacy Concems
15.0%

Fear of Job Loss

Fig. 16: Reasons for Al Resistance

The pie chart indicated that the most prominent obstacle to AT adoption is the lack of training, and then the
fear of losing a job and ethical issues. This observation corresponds to the overall tendency that the lack of
resistance is connected with poor awareness of Al and its impact. In order to make the integration more
effective, it is possible to apply the specified trainings, explicit code of ethics, and job security assurance to
address these fears and reduce the opposition.

Visualizing the Relationship Between Age and AI Readiness

Relationship Between Age and Al Readiness

20 30 40 50 60
age

Fig. 17: Age vs Al Readiness with Digital Literacy
A scatter plot was also used to show the correlation between the age and Al readiness with the size of the
bubble depicting digital literacy. The graph has shown that the more digital-aware younger employees,
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tended to not be afraid of AI. Conversely, the older employees, especially the less digital one, were very
resistant. This points to the necessity of specific training to improve digital skills of older workers to
facilitate the successful AI implementation among all groups of people.

Resistance to Different Al Features Across Departments

Resistance to Different Al Features Across Departments
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Fig. 18: Resistance to Al Features Across Departments

The heatmap was used to determine the resistance to various Al features at the departmental level, where
the most resistance was observed in terms of recruitment automation especially in the HR. HR employees
were concerned with the loss of human judgement factors in the hiring process due to the usage of AIL. On
the contrary, Al-based payroll tools did not receive as substantial opposition since it was viewed as
instruments of efficiency at the cost of humanization. This observation implies that companies must work
towards dealing with the opposition to Al in the most sensitive fields such as hiring and staff appraisals.

Distribution of AT Acceptance Scores

Distribution of Employee Al Acceptance Scores
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Fig. 19: Distribution of AI Acceptance Scores
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The histogram presented a skewed distribution of AI acceptance scores to the right with most employees
having moderate and high scores of Al acceptance. There was however a very small portion of employees
who were very resistant. This underlines how such a non-responsive group needs special attention and some
interventions that include personal training and communication of the objectives of Al in enhancing HR
procedures.

Relationship Between AI Readiness, Training, and Resistance Levels

Al Resistance Across Organizational Levels
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Fig. 20: AI Readiness, Training, and Resistance

The bubble diagram illustrated the correlation between Al readiness and training completion and level of
resistance since bigger bubbles had stronger resistance. The graph indicated that the more the training
employees did and the high the Al readiness the lower the levels of resistance. The results support the

significance of offering holistic training solutions in order to minimize resistance and increase the rate of
Al adoption.

Resistance Across Organizational Levels

Al Readiness, Training Completion vs. Resistance
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Fig. 21: Resistance Across Organizational Levels
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The multi-level chart indicated the existence of resistance levels in the junior staff, middle management,
and senior leadership. Junior staffs were the most resistant followed by the middle management and finally
there is the senior leadership. This implies that the frontline level is the most resistance as employees might
be the ones most threatened by the danger to their jobs. The means of overcoming resistance on the various
levels, especially at the junior staff level, is critical to a hassle-free adoption of Al.

VI. FUTURE DIRECTION

The next evolution in Al integration within the Oracle HCM systems is the ability to perfect the movement
between the conventional HR practices toward Al-prohibited models. There is still more research that can
be conducted to streamline data pipelines, guarantee real-time processing of data, and the issue of data
quality. Training programmes should be improved, especially among older workers and those who are less
digitally literate. Moreover, more frequent improvements in the practice of Mops, ethical governance, and
longer-term model performance is a key solution to sustainable Al implementation. Future research ought
to be concerned with scaling Al systems and creating transparency, fairness and accountability to AI-
informed HR decisions so as to reduce irresponsible practice of Al in various organizational settings.

VII. CONCLUSION

In conclusion, the effective use of AI in Oracle HCM systems should be followed by an integrated system
that provides activities towards fighting the organizational resistance, communication, and strong-training.
The analysis shows the role that leadership plays, focused training sessions, and matters that concern the
departments. Although there might be strong resistance at first, constant encouragement, an open channel
of communication and progressive implementation can greatly alleviate the resistance to adoption. By
targeting employee engagement, ensuring Al ethical usage, and perfecting Al systems, organizations can
transform how HR functions to be more efficient and enable the establishment of data-driven decision-
making that will culminate in long-term success and innovation.
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