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Abstract: The fast pace of Artificial Intelligence (AI), automation, machine learning, and digital technologies is 

reshaping the way we define and look for workforce needs and changing our approach towards talent management 

in an organization. The aim of the study is to explore employee reskilling and upskilling strategies through a 

Strategic Human Resource Management (SHRM) lens with a focus on its importance for organisations to adapt to 

the AI-driven change of the workplace. The study reviews current academic and industry publications in the last 

seven years (2019-2026) using a qualitative and literature-based research approach, to determine emerging trends 

in the workforce, critical competencies, and effective learning strategies. The results indicate that digital literacy, 

data analytics, awareness of AI, critical thinking, creativity, adaptability, and emotional intelligence are becoming 

important skills for organizations to ensure that their workforce is ready to meet the challenges of the modern 

workplace. The role of strategic HRM in the promotion of continuous learning cultures, linking training to 

organisational goals and sustaining competitive advantage are all important. The study finds that the success of 

AI adoption is not only about investing in technology, but also about ongoing training and development of the 

workforce with carefully planned reskilling and upskilling programs, to boost organizational agility, employee 

employability, innovation potential and long-term business resilience 

Keywords: Artificial Intelligence (AI), Employee Reskilling, Employee Upskilling, Strategic Human Resource 
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Introduction 

Today's business landscape is undergoing a significant transformation as Artificial Intelligence 

(AI), machine learning, automation, robotics, and Data Analytics technologies (Rane et al., 2024; 

Tschang & Almirall, 2021) are making their rapid strides. These innovations are changing how 

organizations utilize, compete and create value. Industry-wise, AI-powered systems are being 

embedded in the core business processes, and are helping to make decisions faster, make operations 

more efficient, make a better customer experience, and make organizations more agile (Singh, 2020; 

Webster & Ivanov, 2019; Faishal et al., 2023). The advancements in these technologies bring potential 

opportunities for innovation and growth, however, they are also challenging for the workforce 

management (Idhalama & Makori, 2024; Masriadi et al., 2023). The traditional job designs are 

undergoing transformation, job skills are shifting, and employees are now required to cope with new 

technological realities (Eboigbe et al., 2023; Raisch & Krakowski, 2021). 

With the advent of AI, the nature of work has changed because AI has taken over the routine, 

repetitive, predictable tasks that people used to do (Muchiri, 2022). This has led to a change in the skills 
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required in workforces. For long-term employability, technical skills are not enough (Ziadlou, 

2021). In today's tech-enabled work environment, staff need to leverage digital skills along with 

analytical thinking, creativity, adaptability, problem-solving capabilities, and interpersonal skills to be 

effective (Mukhuty et al., 2022). The change has brought about an urgent need for organizations to 

invest in continuous workforce development initiatives, which equip employees for new roles and 

responsibilities (Kohli 2023; Brunetti et al. 2020). 

In this context, the reskilling and upskilling of employees are key areas of organizational talent 

management (Valentinovna, 2024). Reskilling involves providing workers or employees with new skills 

to better prepare them for an alternative occupation, whereas upskilling involves preparing employees 

with new skills to ensure that they perform their jobs better (Al-Faouri et al., 2024). Both methods are 

increasingly considered as key tools for filling skill deficits, implementing digital transformation 

projects, and workforce sustainability (Isac et al., 2026). In addition to external recruitment, 

organisations are also investing in structured learning and development programs to build internal 

human capital to acquire specialised talent (Eshete & Birbirssa, 2024; Olurin et al., 2024; Prabakar et al., 

2025). 

Strategic Human Resource Management (SHRM) is key in this workforce transformation (Isac et 

al., 2026). HR is no longer just an administrative arm of the organization but now plays a significant 

role in its growth and innovation. HR professionals are responsible for predicting future competencies, 

creating learning environments, encouraging ongoing learning processes and connecting learning 

programs to organizational goals (Eshete & Birbirssa, 2024). Programs are successful if they improve 

employee capabilities, and ultimately lead to greater engagement, retention, productivity, and 

organizational resiliency. 

Moreover, the growing interaction among intelligent technologies and humans has brought into 

focus the need for the emergence of complementary skills that are not easily replicable by machines. In 

the context of AI-supported workplaces, skills such as emotional intelligence, ethical judgment, 

leadership, communication, and creativity are increasingly crucial competencies (Tschang & Almirall, 

2021). Organizations which are able to integrate technological advancement with employee 

development will have a higher chance of gaining a sustainable competitive advantage in the digital 

economy (Faishal et al., 2023). 

In this context, the current research explores employee reskilling and upskilling strategies in the 

era of Artificial Intelligence in an SHRM context. It discusses the evolving skill landscape, highlights 

essential workforce development strategies, and examines the strategies for organizations to develop 

future-ready employees, ready to succeed in the AI era of business. 

Literature Review 

Artificial Intelligence (AI) is now a game-changing technology that is reshaping organizational 

operations, the nature of work and HR processes all over the world. As AI, automation, robotics and 

data-driven technologies are becoming more prevalent in business processes, the skills required in 

traditional roles have shifted and new types of human capital are being sought. Organizations are no 

longer just interested in hiring talent but have begun to focus on building future-ready workforce that 

can cope with technological disruptions. With the automation of routine and predictable work, 

employees become increasingly valuable for their higher-order competencies, including analytical 

thinking, innovation, digital fluency, decision-making and collaborative problem solving. Thus, the 

development of the workforce is one of the most important priorities for organisations in the fast-

changing digital economy to maintain their competitiveness, operational efficiency and sustainability 

for the long haul (Lakshmi et al., 2024; Morandini et al., 2023; Esan, 2023). 

To meet these new demands, companies have implemented wide-ranging talent development 

programs that focus on equipping workers for the evolving demands of the workplace. New 

approaches to workforce development go beyond just training to focus on lifelong learning, 

competency-based training, individual learning plans, and technology-driven learning systems. A 

number of studies have found that effective organizations link learning expenditures with 
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organizational strategy, leadership commitment and culture to boost agility and innovation capability 

of their workforce. Advancements in AI-driven learning platforms, digital learning environments, and 

adaptive learning models have further bolstered the capacity of organizations to tackle skill gaps and 

speed up employee readiness. Further, strategic human resource management has developed as a 

practice that not only focuses on ethical decisions and governance of AI but also includes employee 

empowerment and workforce transformation programs to support the successful adoption of 

intelligent technologies, while reducing employee resistance to change and skill obsolescence (Appiah, 

2025; Asbari, 2026; da Silva, 2025; Khan et al., 2025). 

Capacity building of the workforce also has important consequences for social inclusion, 

economic resilience and sustainable development, in addition to organizational performance. The 

proliferation of AI has raised concerns about job polarization, inequitable access to AI tools and 

technologies, and the marginalization of vulnerable groups of the workforce. Accordingly, there is 

growing recognition in the scholarly and policy circles that collaborative initiatives between 

governments, schools and industry stakeholders are needed to establish inclusive learning 

environments that foster lifelong learning and equal opportunities to access new opportunities. In 

recent studies, the need for the acquisition of skills such as Sustainability, Digital Transformation, ethics 

of using technology and circular economy skills in the context of future industrial paradigms has also 

been highlighted. Thus, workforce transformation is not just about technology adaptation but also 

about human development, equipping workers with the skills, knowledge, and resilience they need to 

navigate the evolving landscape of knowledge and technology, where they will increasingly work in 

smart and connected environments (Napitupulu & Dananjaya, 2024; Ersanlı et al., 2025; Chakraborty 

et al., 2025). 

Research Methodology 

Research Design 

This research uses a qualitative and exploratory research design to explore the employee 

reskilling and upskilling strategies in the era of Artificial Intelligence (AI) with an SHPM perspective. 

The exploratory nature of the study is suitable as the use of AI technologies is progressing rapidly, 

leaving the workforce with new challenges and opportunities that need to be explored in detail. The 

research is not designed to test specific hypotheses, but to gain insights into emerging trends, strategic 

approaches and organizational responses to workforce capability development. The qualitative design 

allows for an initial analysis of the existing body of knowledge and the incorporation of various views 

on the development and implementation of AI for workforce transformation. 

Nature of the Study 

This research is conceptual, descriptive in nature which involves synthesis and interpretation of 

existing literature surrounding the topic of Artificial Intelligence, workforce development, talent 

management and strategic human resource practices. The study will seek to build up a theoretical 

perspective on the ways that organizations are adapting to evolving skill needs by reskilling and 

upskilling. The research process entails studying different theoretical perspectives and information 

from the industry, which helps the researcher spot essential concepts, models, and strategies for 

workforce preparation in technologically advanced business environments. 

Data Sources 

The study has been limited to secondary data collected from a good number of reliable and 

authoritative sources. Peer-reviewed academic journals, books, conference proceedings, industry 

reports, government publications, and reports from international organizations were used to gather 

information. These sources offer important information about new trends in the labor market, new 

technologies, new organizational learning strategies, and new strategies in strategic human resource 

management. Multiple secondary sources enhance the topic of the research and the credibility of the 

findings. 
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Literature Search Strategy 

A detailed literature review was carried out to find relevant articles on the theme of employee 

reskilling or upskilling, Artificial Intelligence, and strategic human resource management. During the 

search the following academic databases were used: Google Scholar, Scopus, Web of Science, 

ScienceDirect, Emerald Insight, SpringerLink, Taylor & Francis Online. Individual and combined usage 

of keywords included “Artificial Intelligence,” “Employee Reskilling,” “Employee Upskilling,” “Future 

of Work,” “Digital Skills,” “Strategic Human Resource Management,” “Talent Development” and 

“Workforce Transformation”. The structured search strategy helped to identify relevant and 

contemporary studies which addressed the aims of the research. 

Inclusion and Exclusion Criteria 

Selection of specific inclusion and exclusion criteria was done to ensure the relevance and quality 

of the study. The criteria for inclusion were scholarly articles, books, reports, and research studies 

published in English from 2019-2026 related to Artificial Intelligence and workforce development, 

organizational learning, and talent management. Only publications in reputable, academic journals 

were considered. On the other hand, articles that are not academically sound, duplicate study, 

incomplete report, opinion, with no supporting concept, and articles outside of the scope of employee 

skill development were excluded from the review. These criteria made sure that only high quality and 

relevant literature was included in the analysis. 

Data Analysis Method 

Qualitative research technique of thematic content analysis was used to analyse the collected 

literature. This process was shared by reviewing, organizing and analyzing data from a variety of 

sources and sources to look for patterns and themes. The analysis was directed at the important themes 

of workforce transformation, development of digital competency, AI literacy, organizational learning 

culture, leadership involvement, employee adaptability, and strategic talent management. Thematic 

categorization allowed the study to show meaningful relationships between the key concepts and offer 

a structured understanding of reskilling and upskilling in workplaces using AI. 

Ethical Considerations 

Ethical procedures were adhered to in the process of conducting the research and all secondary 

sources involved in the study were properly acknowledged and cited. The research does not involve 

any human subjects; therefore no problems were encountered with informed consent, confidentiality, 

or protection of participants. The study follows the general rules of academic honesty and gives due 

credit to the work of others, and plagiarizes no other sources. All interpretations and conclusions are 

based on evidence from trusted scholarly and professional sources. 

Summary of Methodology 

The methodology followed in this study will give a systematic approach to understanding the 

reskilling and upskilling of employees in the context of AI. The study adopts a qualitative, conceptual 

and literature-based research method that investigates ways of creating future ready workforces in 

organizations that can respond to technological disruptions. Thematic analysis and the use of credible 

secondary data allow to understand the strategic importance of HRM in the context of continuous 

learning, agility of the workforce and sustainable competitiveness of the organization in the digital 

world. 

Results and Discussion 

A literature review of recent publications shows that the current literature is remarkably related 

to the impact of Artificial Intelligence (AI) on workforce structures, skills needs and talent management 

within industries. Organizations are increasingly realizing that the adoption of technology alone is not 

sufficient to enable them to gain competitive advantage; the ability to continuously learn and develop 

to meet new and evolving job demands is more essential than ever. The results suggest that reskilling 

and upskilling employees has become a business priority for organizations aiming to create sustainable 
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growth in digitalized environments. The following key themes emerged from the analysis: changing 

workforce competencies, increasing digital skills, the significance of strategic human resource 

management, organizational learning culture, and workforce transformation challenges. 

Table 1: Major Workforce Changes Driven by Artificial Intelligence 

Workforce 

Dimension 

Impact of AI Organizational 

Response 

Job Roles Transformation of traditional 

roles 

Job redesign and 

workforce planning 

Skill 

Requirements 

Increased demand for digital 

competencies 

Employee upskilling 

programs 

Decision 

Making 

AI-assisted decision support Data literacy training 

Productivity Enhanced operational 

efficiency 

Technology integration 

initiatives 

Talent 

Management 

Shift toward future-oriented 

skills 

Strategic workforce 

development 

Learning 

Processes 

Continuous learning 

necessity 

Learning management 

systems 

 

The results highlight how AI is transforming the nature of the workforce in organizations, by 

replacing repetitive tasks and raising the need for more complex cognitive, technical, and interpersonal 

competencies. Intelligent systems are invading the traditional job description, and helping to do 

repetitive tasks faster and more accurately. Therefore, employees are expected to be able to contribute 

at a higher level of competencies, including critical thinking, innovation, emotional intelligence and 

strategic decision making. HR departments are now rethinking their workforce development initiatives 

to ensure that skills and abilities of their workers meet evolving business needs. 

Table 2: Critical Skills Required in AI-Enabled Workplaces 

Skill Category Importance 

Level 

Organizational Relevance 

Digital Literacy Very High Technology adoption 

Data Analytics Very High Data-driven decision-

making 

Artificial Intelligence 

Awareness 

High Human-AI collaboration 

Critical Thinking High Complex problem solving 

Creativity and Innovation High Competitive advantage 

Communication Skills High Team collaboration 

Leadership Skills Moderate to 

High 

Change management 

Emotional Intelligence High Human-centered work 

 

The need for a balance between a technology and people-oriented skill sets for the future 

workforce has been repeatedly highlighted in literature. Along with digital literacy and AI awareness, 
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it has become essential for organizations to invest in soft skills, which are more intangible and cannot 

be easily replicated by an AI system. The ability to be creative, to be empathetic, to communicate and 

to lead are still important skills for dealing with complex organizational issues. The results indicate that 

effective workforce development strategies emphasize training for both technological skills and 

interpersonal skills. 

Table 3: Strategic Reskilling and Upskilling Initiatives Adopted by Organizations 

Strategy Primary Objective Expected Outcome 

AI Literacy Programs Improve AI understanding Workforce readiness 

Online Learning Platforms Flexible learning 

opportunities 

Continuous skill 

development 

Job Rotation Programs Multi-skill development Workforce agility 

Mentorship Programs Knowledge transfer Employee growth 

Digital Certification 

Courses 

Technical skill 

enhancement 

Increased 

employability 

Cross-Functional Training Broader organizational 

knowledge 

Adaptability and 

innovation 

Leadership Development 

Programs 

Future leadership 

readiness 

Strategic capability 

building 

 

Structured learning programs are becoming more prevalent in order to fill new skill gaps. Raising 

AI literacy as part of basic training programs is increasingly a prerequisite for employees to grasp the 

impact of AI technologies in their workplaces. Likewise, there are opportunities for employees to learn 

the necessary skills through digital certification programs and online learning platforms, at their own 

speed. Cross functional learning and job rotation programs also help to build workforce flexibility by 

introducing workers to a variety of operational areas. The results indicate that, for organizations with 

heavy investments in continuous learning ecosystems, it is more likely that they will be adaptable and 

resilient in the face of technological transitions. 

Table 4: Benefits of Employee Reskilling and Upskilling 

Benefit Impact on Employees Impact on Organizations 

Career Growth Enhanced employability Improved talent retention 

Skill Enhancement Increased confidence Higher productivity 

Job Security Better adaptability Reduced recruitment costs 

Learning Opportunities Professional development Innovation capability 

Employee Engagement Increased motivation Improved organizational performance 

Workforce Flexibility Career mobility Competitive advantage 

 

Analysis suggests that re-skilling and up-skilling programs provide significant benefits to 

employees and to organisations. Staff develop better career opportunities and greater confidence and 

adaptability towards workplace change. Organizational level, workforce development initiatives cut 

costs on outside hiring and improve internal talent pipelines. Moreover, staff who feel there is an 

investment in them will exhibit greater levels of engagement, commitment and organizational loyalty. 

These outcomes are directly linked to long-term sustainability and competitiveness of businesses. 
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Table 5: Challenges in Implementing Reskilling and Upskilling Programs 

Challenge Organizational Impact Recommended Solution 

Resistance to Change Reduced program effectiveness Change management 

initiatives 

Limited Training Budget Restricted learning 

opportunities 

Strategic training investments 

Rapid Technological Changes Skill obsolescence Continuous learning models 

Lack of Leadership Support Weak implementation Executive sponsorship 

Employee Time Constraints Low participation rates Flexible learning schedules 

Difficulty Measuring 

Outcomes 

Uncertain return on investment Learning analytics systems 

 

Although workforce development programs have been known to have positive impacts, there 

are some challenges in implementing them. Resistance to change is one of the most common challenges, 

especially from those employees who fear automation and job loss. Further, the constantly changing 

technologies make it hard to predict the future skill needs accurately. These challenges are combined 

with budget constraints, lack of leadership support, and difficulty in assessing learning outcomes. 

Literature indicates that proactive change management, leadership involvement, flexible learning 

systems and data-based evaluation systems are potential means by which organizations can cope with 

these barriers. 

Overall Findings 

The comprehensive results of the study shows that the reskilling and upskilling of employees 

have become strategic necessity of managing workforce transformation in the era of AI. Those 

companies that create cultures of learning, develop workforce capabilities in digital technologies and 

integrate their workforce planning with technology gains are more likely to secure sustainable 

competitive advantage. In this process, strategic HRM is a key facilitator that aligns talent development 

efforts with organizational goals. The findings also indicate that, in addition to technological 

innovation, continuous development of human capital that can effectively collaborate with intelligent 

technologies will be crucial to future organizational success. 

Conclusion  

Artificial Intelligence (AI), automation, machine learning and digital technologies are rapidly 

reshaping the nature of work and the skills and capabilities needed to work.The integration of Artificial 

Intelligence (AI), automation, machine learning and digital technologies is changing the nature of work 

and adding new demands for skill and capability of the workforce. In the context of this technological 

shift, upskilling and reskilling have become critical strategic factors for upskilling the workforce, 

adapting to new technologies, and maintaining competitiveness in the future. However, the results of 

this research suggest that a traditional talent management strategy is no longer enough to meet the 

evolving skill needs in AI-driven workplaces. Creating a culture of continuous learning that ensures 

workers possess not just the technical skills they need, like digital literacy, data analytics, and 

awareness of AI, but also human-centric abilities, such as creativity, critical thinking, communication, 

emotional intelligence, adaptability, and more. 

The study emphasizes the importance of Strategic Human Resource Management (SHRM) in the 

process of workforce transformation. It is now the HR role to see what skills are needed in the future, 

what learning to build them, to create a culture of lifelong learning, and to align the talent development 

strategy with organizational objectives. A well-designed reskilling and upskilling strategy can help 

mitigate skill shortages, facilitate technological shift, and enhance employee engagement, job 

satisfaction, retention and productivity, while creating organizational resilience. Moreover, companies 
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that use their own resources and spend money in staff development will be better placed to tackle 

technological upheavals without relying on outsourcing. 

The results show that workforce development programs must be well led, well organized, 

flexible in the way they offer learning, and continuously evaluate the competencies that are being 

acquired. While there are various obstacles to overcome, including resistance to change, budget 

limitations, and the ever-changing landscape of technology as well as challenges in measuring training 

outcomes, organizations can navigate these challenges through strategic planning, digital learning 

platforms, and data-driven talent management strategies. In conclusion, the study found that while 

technology is crucial, ongoing improvement and development of people are key to achieving 

sustainable success in the era of Artificial Intelligence. Reskilling and upskilling can be mainstreamed 

in a company's strategy to create future-ready workforces that can successfully navigate an increasingly 

intelligent, innovative, and competitive global economy. 
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