
 

 

World Journal of Innovation and Modern Technology E-ISSN 2756-5491 P-ISSN 2682-5910 

Vol 8. No. 6 2024 www.iiardjournals.org  
  

 

 
 

 IIARD – International Institute of Academic Research and Development 
 

Page 1 

Artificial Intelligence (AI) as a Paradigm Shift in Human Resource 

Cycle Processes for Performance in Nigerian Universities 
 

 

Oseagwina Sunday Ogboe 

Department of Educational Management, 

Ignatius Ajuru University 

 

Adeshola Sowande 

Department of Educational Management, 

Ignatius Ajuru University 

DOI: 10.56201/wjimt.v8.no6.2024.pg1.13 

 

Abstract 

The integration of Artificial Intelligence (AI) into human resource cycle Processes represents a 

transformative shift in the management practices of Nigerian universities. This study investigates 

how AI can address longstanding challenges in HR processes, such as recruitment, staff 

development, performance appraisal, and remuneration. Traditional HR methods often suffer from 

inefficiencies, biases, and inconsistencies, leading to diminished Performance and effectiveness. 

AI technologies—encompassing machine learning, predictive analytics, and automated systems—

promise to enhance these processes by automating repetitive tasks, improving decision-making 

accuracy, and fostering a more equitable approach to staff management. The research highlights 

that AI can significantly streamline recruitment by objectively evaluating candidates and reducing 

biases, personalize staff development through targeted training programmes, and enhance 

performance appraisals with real-time feedback and data-driven insights. Furthermore, AI can 

refine remuneration strategies by aligning compensation more closely with individual 

performance and market trends. The study underscores the potential benefits of AI, including 

increased staff Performance, improved institutional performance, and better alignment with 

educational objectives. However, it also notes that successful AI implementation requires careful 

adaptation to the specific needs of each institution. The study concludes with recommendations for 

Nigerian universities to invest in tailored AI solutions, continuously evaluate their impact, and 

integrate AI thoughtfully into their HR practices to fully realize its potential. 
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Introduction 

The use of artificial intelligence (AI) in human resource management (HRM) is a major paradigm 

change. AI has become a revolutionary force in a number of areas. The application of AI to human 

resource cycle activities in Nigerian institutions has the potential to revolutionise established 

procedures and boost output. Artificial Intelligence (AI) comprises many technologies, such as 

automated systems, machine learning, and predictive analytics, that are intended to analyse large 

volumes of data, spot trends, and reach well-informed conclusions with little assistance from 

humans (Chukwuma et al., 2021). This technological improvement is expected to alleviate 

inefficiencies present in traditional HR methods by streamlining a number of HR processes, 

including performance management, staff development, and recruiting and selection (Ogunleye & 

Olanrewaju, 2022). 

Human resource cycle Processes" describes the entire range of procedures that go into managing 

employees in a company, such as hiring, onboarding, training, performance reviews, and career 

development. These procedures have historically been manual and subject to biases and mistakes 

by people, which can have a detrimental effect on organisational Performance. Nigerian 

institutions can improve decision-making accuracy, automate repetitive processes, and guarantee 

a more equitable and effective approach to human resource management by utilising AI (Ojo & 

Akinbode, 2020). AI-powered technologies, for example, may evaluate vast amounts of 

application data to find the best candidates, cutting down on the time and effort needed for 

recruiting while minimising biases that could affect hiring decisions (Ibrahim et al., 2021).  

 

AI also plays a part in improving staff development and performance management. Universities 

can create focused development programmes that address particular areas for improvement by 

using predictive analytics to gain insights about trends in employee performance. This strategy 

adds to the institution's overall efficacy in addition to increasing worker Performance on an 

individual basis (Babalola & Oladipo, 2022). Essentially, integrating AI into HR cycle Processes 

is a strategic move that brings HR practices into line with current technological developments. 

This gives Nigerian universities a strong instrument to improve Performance and gain a 

competitive advantage in the world of higher education.  

A number of academics have examined how artificial intelligence (AI) affects human resource 

management (HRM) in educational settings, pointing out both areas that have advanced and others 

that need more research. Chukwuma, Okeke, and Eze (2021), for example, looked at how AI might 

be used to streamline the hiring and selection procedures in higher education. According to their 

research, recruiting procedures could become more effective and fair by using AI technologies to 

drastically cut down on the time and prejudices involved in manual recruitment processes. But 

rather than delving thoroughly into the wider effects of AI integration on overall staff Performance 

and institutional performance, the research concentrated mostly on the technology components.  

Similar to this, Ogunleye and Olanrewaju (2022) looked into how human resource management in 

Nigerian colleges is being changed by AI-driven solutions. Their research demonstrated how AI 

may improve a number of HR tasks, such as staff development and performance management. The 

study found gaps in knowledge on the long-term effects of AI deployment on institutional culture 

and employee satisfaction despite their thorough analysis. In particular, there hasn't been much 
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research done on how AI affects staff development dynamics or the possible difficulties that come 

with applying AI solutions in a variety of educational contexts.  

These gaps highlight the need for additional study on the effects of AI integration on staff 

Performance and institutional effectiveness, in addition to the efficiency of HR Processes. By 

filling in these gaps, we may gain a more comprehensive knowledge of how AI is changing the 

human resource cycle and develop methods for maximising its advantages in Nigerian universities. 

Statement of Problem 

Effective and efficient staff management is excellent in the context of human resource 

management in Nigerian institutions since it guarantees high Performance and institutional 

success. However, given that typical HR procedures are still manual and subject to biases, 

inefficiencies, and inconsistencies, the current state of affairs presents serious issues. To address 

these problems, a number of initiatives have been put in place throughout time, such as training 

programmes targeted at enhancing staff management and the implementation of updated HR 

procedures. Notwithstanding these initiatives, the problems still exist. Things like protracted hiring 

cycles, biassed selection procedures, and antiquated performance management techniques 

continue to have a detrimental effect on total employee Performance.  

These ongoing issues have a significant impact. Ineffective HR practices result in longer hiring 

wait times, lower employee morale, and less than ideal employee performance, all of which have 

an impact on university administrative effectiveness and educational quality. These problems have 

a cascading impact that limits the institution's capacity to fulfil its educational goals and effectively 

compete.  By examining the potential of artificial intelligence (AI) as a game-changing remedy for  

human resource cycle processes, this research aims to address these issues. The goal of the study 

is to determine whether artificial intelligence (AI) can provide a more impartial, efficient, and 

successful method of managing HR activities, improving employee Performance and institutional 

performance in the process. Despite the body of research on AI's applications in HRM, little is 

known about how AI directly affects HR procedures at Nigerian institutions and how it differs 

from conventional approaches. By examining this gap, the study hopes to shed light on how AI 

may address current HR problems and enhance the learning environment in higher education.  

These are the motivations for this study's endeavour to investigate and assess the usefulness of AI 

in resolving entrenched HR issues in Nigerian institutions and to pinpoint prospective 

enhancements that could greatly boost employee output and institutional achievement. 

Conceptualization 

Artificial Intelligence as a digital technology for enhancing staff recruitment and selection 

processes for Staff Performance. 

Artificial Intelligence (AI) is transforming different areas of human resource management, namely 

in the recruitment and selection procedures, which play a key part in improving staff Performance 

in Nigerian universities. AI-driven technologies are replacing traditional recruitment methods due 

to their ability to improve efficiency, accuracy, and fairness in selecting candidates for academic 

and administrative posts. Traditional approaches are typically time-consuming and influenced by 

human prejudice. The adoption of AI in recruitment is more than just a technological progress; it 

signifies a fundamental shift in institutions' approach to the hiring process, which has substantial 

ramifications for staff Performance.  
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Within the Nigerian university system, where there is a pressing need for well-qualified academic 

and administrative personnel to uphold educational standards, the integration of artificial 

intelligence (AI) in recruitment procedures offers a chance to tackle longstanding issues that have 

hindered the hiring process. Traditional recruitment approaches frequently entail the laborious task 

of manually reviewing a substantial number of applications, which is both time-consuming and 

prone to errors and prejudices. Human recruiters may inadvertently exhibit bias towards particular 

candidates due to subjective considerations, resulting in suboptimal hiring outcomes. Artificial 

Intelligence (AI) can automate the earliest stages of the recruiting process, including resume 

screening. This is achieved through the use of algorithms that objectively evaluate candidates' 

qualifications according to established criteria. By reducing the possibility for prejudice, the 

selection process becomes more meritocratic, leading to improved quality of hiring and ultimately 

enhancing staff Performance (Babalola et al., 2020).  

In addition, AI technologies can improve the applicant evaluation process by employing 

sophisticated tools like predictive analytics and machine learning. These technologies have the 

capability to analyse extensive quantities of data regarding candidates' previous achievements, 

educational histories, and even psychometric evaluations in order to forecast their future job 

performance. Such data-driven insights assist hiring managers to make better informed selections, 

ensuring that the selected applicants are not only competent but also have the potential to flourish 

in their roles. This is particularly essential in the academic context, where the Performance of staff 

members considerably impacts the quality of instruction and research outputs. By selecting 

individuals with the highest potential for Performance, AI helps to the strategic goal of boosting 

the overall efficacy of Nigerian universities (Obikeze & Onwe, 2022).  

Additionally, AI may streamline the recruitment process by automating regular Processes, such as 

scheduling interviews, sending follow-up emails, and even performing initial interviews using AI-

powered chatbots. These automated solutions may engage with applicants in real-time, providing 

them with vital information and addressing queries, which enhances the candidate experience. A 

great recruitment experience is vital for attracting top talent, since it represents the institution's 

efficiency and modernity. Furthermore, by freeing up human recruiters from routine chores, AI 

helps them to focus on more strategic activities, such as communicating with high-potential 

prospects and ensuring that the recruitment process corresponds with the university's long-term 

goals. This strategic goal is vital for establishing a productive workforce that can contribute to the 

institution's academic and administrative success (Akinyele & Akinbode, 2021).  

Another key advantage of AI in recruitment is its capacity to collect and analyze enormous datasets 

to uncover trends and patterns that might not be immediately obvious to human recruiters. For 

example, AI can evaluate data from past recruitment cycles to discover the characteristics of 

successful hires, which can then drive future recruitment methods. This data-driven strategy not 

only enhances the effectiveness of recruitment but also ensures that the university consistently 

improves its hiring methods based on empirical evidence. In this approach, AI contributes to the 

formation of a more robust and adaptive workforce, capable of handling the increasing difficulties 

of the higher education sector in Nigeria (Ogunleye & Adeyemi, 2019).  

Furthermore, the incorporation of AI in recruiting procedures coincides with the broader trend of 

digital transformation in higher education, which is necessary for sustaining competitiveness in a 
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fast changing global educational scene. Nigerian universities, like their peers globally, are 

progressively utilising digital technologies to boost their Processes and service delivery. By 

implementing AI into their recruitment processes, these institutions are positioned themselves at 

the forefront of this digital revolution, which is important for attracting and maintaining top talent 

in a very competitive market. This intentional deployment of AI not only boosts staff efficiency 

but also strengthens the university's reputation as a forward-thinking institution, which is crucial 

for attracting students, faculty, and research funding (Ezeani & Onuoha, 2023).  

AI represents a paradigm shift in the recruitment and selection procedures in Nigerian universities, 

giving a range of benefits that contribute to better staff efficiency. By automating routine 

Processes, minimising biases, delivering data-driven insights, and integrating with the broader 

digital transformation agenda, AI enables institutions to attract and retain the most qualified and 

skilled staff. This, in turn, has a favourable impact on the overall efficacy and competitiveness of 

these institutions in the higher education sector. As Nigerian universities continue to traverse the 

challenges of the 21st century, the strategic integration of AI into their human resource practices 

will be important for accomplishing their academic and administrative objectives.  

Staff development programmes for staff Performance 

Artificial Intelligence (AI) has profoundly impacted staff development programmes in Nigerian 

universities, particularly in boosting staff Performance. These programmes are vital for preparing 

personnel with the requisite skills and knowledge to adapt to the evolving needs of the educational 

world. AI-driven solutions have transformed how staff development programmes are developed, 

delivered, and assessed, ultimately encouraging a culture of continuous learning and professional 

progress.  

One of the primary benefits of integrating AI into staff development programmes is the ability to 

tailor learning experiences. AI algorithms may assess data on individual staff members' 

performance, learning preferences, and career objectives, enabling the construction of customized 

training programmes. This individualised approach guarantees that staff members receive targeted 

training that addresses their specific needs, resulting to more effective learning outcomes and 

better Performance. For instance, AI can identify gaps in a staff member's skill set and offer related 

courses or training sessions, thereby expediting the learning process and minimising the time 

required for skill acquisition (Adeoye, 2022).  

Moreover, AI supports the continual assessment of staff development programmes, delivering real-

time feedback to both participants and administrators. This feedback loop enables for the instant 

change of training material and methodology, ensuring that the programmes remain current and 

effective. Additionally, AI-powered analytics can analyse the success of staff members over time, 

finding trends and projecting future training needs. This proactive approach to staff development 

not only enhances individual performance but also contributes to the overall Performance of the 

institution (Okafor & Ojo, 2023).  

Furthermore, AI provides more efficient resource allocation in staff development initiatives. By 

assessing data on the efficiency of different training techniques and materials, AI can assist 

administrators optimize the use of available resources, ensuring that investments in staff 

development reap optimal returns. This efficiency is particularly critical at Nigerian universities, 

where funding constraints typically limit the scope of staff development activities. AI's capacity 
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to prioritize training needs based on data-driven insights allows institutions to spend their resources 

on the most impactful programmes, hence boosting staff Performance (Adetayo, 2021).  

AI also plays a crucial role in facilitating collaboration and knowledge exchange among staff 

members. Through AI-powered platforms, workers may simply access and share resources, 

participate in online discussions, and collaborate on projects. This enhanced collaboration not only 

enriches the learning experience but also develops a sense of community and shared purpose 

among staff members, which is vital for increasing Performance. Additionally, AI can facilitate 

mentorship programmes by linking less experienced personnel with mentors who hold the required 

skills, thus enhancing professional development and Performance (Ibrahim, 2022).  

The inclusion of AI into staff development programmes in Nigerian institutions has revolutionised 

how these programmes are delivered, making them more personalized, efficient, and collaborative. 

By harnessing AI's capabilities, institutions may ensure that their staff are well-equipped to tackle 

the difficulties of the modern educational environment, ultimately leading to higher Performance 

and institutional success. 

Staff appraisal for staff Performance 

Staff assessment is a basis of human resource management, playing a crucial role in promoting 

Performance inside organizations, especially Nigerian colleges. The introduction of Artificial 

Intelligence (AI) has caused a paradigm shift in how staff assessments are handled, moving away 

from old, manual processes to more dynamic, data-driven alternatives. This transition carries 

enormous implications for boosting staff efficiency, since AI technologies offer the capacity to 

improve and customise the evaluation process in ways that were previously unattainable.  

In the traditional approach to staff appraisal, evaluations are often conducted periodically, often 

annually, and rely mainly on subjective judgments by supervisors. This approach, while frequently 

used, has several disadvantages. It can be prone to biases, lacks real-time feedback, and often fails 

to capture the entire scope of an employee's accomplishments over time. Moreover, the manual 

nature of these appraisals can make them cumbersome, time-consuming, and inconsistent, 

resulting to unhappiness among workers and inefficiencies in performance management (Obisi, 

2020).  

The integration of AI into staff appraisal systems addresses several of these difficulties. AI-driven 

evaluation systems employ modern algorithms and machine learning techniques to examine a huge 

array of data points, delivering a more comprehensive and impartial assessment of worker 

performance. These systems can continuously monitor multiple performance indicators, including 

as work completion rates, peer reviews, and even engagement levels, providing a holistic 

perspective of an employee's contributions. This continuous feedback loop allows for real-time 

modifications to be made, promoting an environment where personnel are more aware of their 

performance and can take proactive efforts to enhance it.  

One of the primary advantages of AI in staff appraisals is its ability to decrease biases and promote 

objectivity. Traditional assessments often suffer from flaws like recency bias, where recent 

performance disproportionately influences the entire judgement, or halo effects, where one 

positive or negative attribute overshadows other elements of performance. AI systems, by contrast, 

can process performance data over extended periods and across various dimensions, decreasing 

the impact of such biases and guaranteeing that appraisals are more equitable and accurate 
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(Deloitte, 2021). This neutrality is vital in Nigerian universities, where different faculty and 

administrative staff demand fair and open evaluation methods to sustain motivation and 

Performance.  

Furthermore, AI-enabled assessments can be adapted to the specific demands and goals of 

individual employees. Personalized appraisal frameworks can be designed, taking into account the 

specific tasks, responsibilities, and career objectives of each staff person. This personalisation 

enables for more relevant feedback and development opportunities, linking staff aims with the 

broader objectives of the university. For example, a professor may obtain AI-driven insights on 

how their research output compares with colleagues in related fields, or how their teaching 

approaches effect student engagement, allowing them to focus on areas that will most boost their 

Performance and career growth (Ibukun et al., 2023).  

AI also boosts the scalability and efficiency of the appraisal process. In huge institutions like 

Nigerian universities, performing detailed appraisals for every staff can be a challenging process. 

AI systems can manage huge volumes of data and generate insights with speed and accuracy, 

enabling human resource departments to conduct appraisals more regularly and with less 

administrative burden. This increased frequency of assessments ensures that performance 

difficulties are discovered and handled soon, rather than waiting for an annual review cycle, which 

can be too late to alter course successfully.  Moreover, AI's predictive analytics capabilities can 

play a vital role in anticipating future performance and spotting potential difficulties before they 

exist. By evaluating trends in performance data, AI can identify which individuals are at risk of 

burnout, which might be ready for leadership roles, or which teams may require additional help to 

accomplish their targets. This foresight allows university management to take proactive measures, 

such as providing additional training or resources, to guarantee that staff Performance remains 

high (PwC, 2022).  In relation to Nigerian universities, where the learning environment is fast 

shifting and there is rising demand to increase academic standards, the integration of AI in staff 

appraisal systems can be a game-changer. By giving more accurate, impartial, and timely 

appraisals, AI helps guarantee that personnel are not only meeting their current tasks but are also 

developing in ways that contribute to the long-term success of the institution. This, in turn, 

generates a culture of continual improvement, where personnel are motivated to strive for 

excellence, knowing that their achievements will be properly and appropriately rewarded.  

The application of AI in staff appraisals represents a significant development in the management 

of human resources inside Nigerian universities. By overcoming the constraints of traditional 

appraisal methods, AI promotes objectivity, efficiency, and personalization in performance 

evaluations. This not only enhances staff Performance but also contributes to a more motivated, 

engaged, and capable workforce, which is vital for the continuous success and competitiveness of 

Nigerian universities in the global educational arena.  
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Staff remuneration for staff Performance 

Staff remuneration plays an important part in boosting Performance inside enterprises, particularly 

Nigerian colleges. The integration of artificial intelligence (AI) in the human resource cycle marks 

a fundamental shift in managing remuneration, which directly effects staff Performance. Effective 

remuneration plans are critical not just for attracting and keeping talent but also for encouraging 

personnel to reach better levels of performance and dedication to company goals (Aguinis, 2019).  

In conventional contexts, staff remuneration in Nigerian colleges often follows rigid frameworks, 

typically connected to qualifications, years of experience, and job grades. While these systems 

provide equity and openness, they can fail to reflect individual contributions effectively, resulting 

to potential discrepancies between performance and rewards (Gohari et al., 2013). AI offers a 

solution to this difficulty by providing more dynamic and individualised remuneration systems. 

By assessing data related to staff performance—such as teaching efficacy, research output, and 

administrative roles—AI-driven systems can adapt compensation to reflect individual 

contributions more effectively (Kaplan & Haenlein, 2020). This performance-based approach 

ensures that people who significantly contribute to the university's success are rewarded 

appropriately, therefore establishing a culture of excellence and encouraging higher Performance 

(Kiron, 2021).  

Furthermore, AI boosts the transparency and effectiveness of payment procedures. Traditional 

methods of payment are frequently time-consuming and prone to human errors and prejudices. AI 

systems, however, can process and evaluate vast volumes of data fast, ensuring that remuneration 

decisions are both fair and data-driven (Bhardwaj et al., 2020). This not only decreases the 

administrative load on human resource departments but also promotes trust among personnel, since 

they can be certain that their compensation is chosen by objective criteria rather than subjective 

judgments (Fountaine et al., 2019).  The impact of AI on payment extends beyond only setting pay 

scales. It also offers predictive analytics that can foresee future remuneration demands based on 

trends in staff performance and market conditions. This allows colleges to remain competitive in 

attracting top people while ensuring that their remuneration policies are sustainable over the long 

run (Brynjolfsson & McAfee, 2017). Additionally, AI can uncover potential discrepancies in 

remuneration across different groups, enabling institutions to resolve any injustices proactively 

and promote a more inclusive work environment (Tambe et al., 2019).  

Overall, AI's function in  staff compensation in Nigerian universities is a major aspect in improving 

Performance. By matching remuneration more closely with individual performance and 

contributions, AI not only inspires staff to thrive but also ensures that universities can attract and 

retain the greatest personnel in a competitive academic setting (Kaplan & Haenlein, 2020). As 

such, the integration of AI in human resource management represents a paradigm change that has 

the potential to greatly boost staff Performance and, by extension, the overall efficacy of Nigerian 

universities.  
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The Nexus Between Utilisation of Artificial Intelligence in Human Resource Cycle Processes 

and Staff Performance 

It is imperative to look into the relationship between employee Performance and the use of artificial 

intelligence (AI) in HR cycle activities, particularly in the setting of Nigerian institutions. The 

integration of artificial intelligence (AI) has the potential to improve Performance in human 

resource management, among other fields where it is becoming a more disruptive force.  

By automating repetitive processes, artificial intelligence (AI) technologies like machine learning 

algorithms and natural language processing greatly increase the Performance of HR Processes. For 

example, AI-driven technologies can expedite hiring procedures by sorting through a lot of 

applications and finding qualified applicants faster than using conventional techniques (Chen et 

al., 2020). According to Khan et al. (2021), automation not only minimises human biases but also 

cuts down on the time and resources spent on hiring, resulting in more impartial and equal hiring 

processes. Because of this, HR departments are able to focus their resources on more strategic 

tasks, which may raise institution-wide Performance.  

AI improves employee efficiency through sophisticated performance management systems in 

addition to recruitment. AI-driven analytics systems are able to track worker performance in real 

time, giving feedback and pinpointing areas that need work (Jiang et al., 2019). Employees are 

able to swiftly address performance issues thanks to this continuous feedback loop, which 

promotes an environment of continual development and progress. According to Davenport et al. 

(2020), the capacity to customise training and development initiatives based on data-driven 

insights guarantees that resources are distributed wisely, meeting the needs of each worker and 

encouraging increased Performance.  

AI also makes labour planning and management more efficient by forecasting future personnel 

requirements and allocating resources optimally. HR departments can foresee and rectify possible 

skill gaps before they have an impact on Performance by using predictive analytics, which can 

analyse past data and estimate future patterns (Baryshnikova et al., 2022). By being proactive, you 

can minimise downtime and preserve operational efficiency by ensuring that the right talent is 

accessible when needed.  

AI has a part in both staff retention and engagement. Artificial intelligence (AI)-powered 

engagement solutions are able to assess employee sentiment and engagement levels, giving 

insights into variables influencing morale and output (Gupta et al., 2021). Universities can lower 

turnover rates and increase employee satisfaction by implementing targeted interventions early on 

and recognising patterns and possible difficulties. Since engaged workers are more likely to be 

driven and devoted to their jobs, high levels of employee engagement are strongly correlated with 

higher production (Schaufeli & Bakker, 2019).  

AI can also completely transform HR analytics by offering more in-depth understanding of worker 

dynamics. Universities can make better decisions by using advanced data analytics to perform 

thorough studies of employee performance, remuneration, and career advancement (Cascio & 

Montealegre, 2016). By using these insights, universities can further improve Performance by 

creating HR strategies and policies that are more productive and in line with institutional 

objectives.  

With little resources and high employee turnover, Nigerian institutions have particular challenges. 
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However, integrating AI into HR processes has the potential to significantly increase Performance 

and efficiency. By automating time-consuming Processes and delivering actionable insights 

without necessitating significant extra investments, AI solutions can help alleviate some of the 

resource restrictions (Onuoha et al., 2022). Universities in Nigeria stand to gain from increased 

staff Performance and operational efficiency as they use these technologies more frequently, which 

would boost their overall efficacy and expansion.  

Employee Performance is significantly impacted by the use of AI in human resource cycle 

Processes. AI technologies provide useful tools for boosting employee engagement, workforce 

planning, performance management, and automation of repetitive Processes, all of which can lead 

to increased Performance in Nigerian institutions. These institutions' HR Processes and general 

institutional performance should improve significantly as they continue to adopt AI.  

 

 

Ethical Considerations in the Use of Artificial Intelligence in  Human Resource Cycle 

Processes for Performance in Nigerian Universities 

The adoption of Artificial Intelligence (AI) in  human resource cycle Processes within Nigerian 

universities introduces significant ethical considerations that warrant careful scrutiny. Privacy and 

data security emerge as primary concerns, as AI systems necessitate access to extensive personal, 

performance, and behavioral data. Safeguarding this information against unauthorized access and 

misuse is crucial, and compliance with data protection regulations must be ensured to maintain 

trust and integrity (Floridi et al., 2020). Universities need to implement stringent measures to 

protect data and be transparent with employees about how their information is utilized. 

Another critical ethical issue is the potential for bias and unfairness in AI-driven HR processes. AI 

algorithms, if not properly designed and monitored, may perpetuate existing biases or introduce 

new forms of discrimination based on gender, age, ethnicity, or other characteristics (O’Neil, 

2016). To address this, universities should conduct regular audits of AI systems to detect and 

mitigate biases, ensuring that algorithms are developed with fairness and inclusivity in mind. 

Employing diverse datasets and involving varied perspectives in the development process can help 

reduce these risks. 

Additionally, the opacity of AI systems can pose challenges in terms of accountability and 

transparency. When AI decisions are made, understanding the rationale behind these decisions can 

be difficult due to the "black box" nature of many algorithms (Floridi et al., 2020). It is essential 

for universities to ensure that AI systems provide understandable explanations for their 

recommendations and that there is a robust human oversight mechanism to review and contest AI-

driven outcomes. Furthermore, the implementation of AI may raise concerns about job 

displacement for HR professionals. While AI can streamline repetitive tasks, universities must 

consider the impact on employment and provide support for staff affected by technological 

changes. Balancing technological advancements with ethical considerations is crucial for fostering 

a fair and productive HR environment in Nigerian universities. 

 

 

 

http://www.iiardjournals.org/


 

 

World Journal of Innovation and Modern Technology E-ISSN 2756-5491 P-ISSN 2682-5910 

Vol 8. No. 6 2024 www.iiardjournals.org  
  

 

 
 

 IIARD – International Institute of Academic Research and Development 
 

Page 11 

Conclusion 

The integration of Artificial Intelligence (AI) into human resource cycle Processes represents a 

significant advancement in addressing the challenges faced by Nigerian universities. The study 

reveals that AI technologies have the potential to transform traditional HR practices by automating 

routine tasks, enhancing decision-making accuracy, and reducing biases in recruitment and 

selection processes. This transformation can lead to improved efficiency, increased staff 

Performance, and better alignment with institutional goals. The research highlights that while AI 

offers promising solutions, successful implementation requires careful consideration of the 

specific needs and context of each university. 

Suggestions 

1. Nigerian universities should invest in AI technologies that streamline HR processes, such as 

automated recruitment systems, predictive analytics for performance management, and AI-

powered training tools. 

2. Universities should customize AI solutions to fit their unique organizational needs and contexts. 

This involves assessing current HR challenges, selecting appropriate AI tools, and integrating them 

into existing HR practices. 

3. Universities should continuously assess the impact of AI on HR Processes and staff 

Performance. Regular evaluations will help identify any issues, make necessary adjustments, and 

ensure that AI solutions are meeting their intended goals. 
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