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Abstract 
Artificial intelligence (AI) is increasingly transforming human resource management; however, its application in 

labor-intensive sectors within developing countries remains markedly constrained. The ready-made garment 

sector in Bangladesh, which employs over four million working people and is pivotal to national exports, faces 

significant obstacles in adopting AI, including inadequate digital infrastructure, insufficient technical training, 

and constant organizational resistance to change. The challenges are intensified by inadequate AI expertise 

among human resource professionals and employees, gendered barriers to technology access, and widespread 

anxieties around job displacement, all of which hinder efficient human-centric implementation. This study aims 

to investigate how human resource readiness, AI self-efficacy, and perceptions of AI's value and usability are 

interconnected and influence adoption readiness in this context. This study employed a PRISMA-based scoping 

review process to systematically analyze peer-reviewed publications published between 2020 and 2025, sourced 

from platforms such as Scopus, Web of Science, Emerald, and Wiley. The analysis indicates that deficiencies in 

worker competencies, organizational misalignment, and infrastructural inadequacies substantially hinder 

adoption capacity. In contrast, theoretical insights suggest that fostering digital confidence and organizational 

readiness is crucial for mitigating resistance. This study proposes a novel conceptual framework that integrates 

organizational and human readiness attributes, offering insights into how developing countries might implement 

AI-driven human resource transformations. The novelty of the research lies in its thorough examination of AI 

adoption in Bangladesh's ready-made garments business, emphasizing human-centric and context-specific 

challenges often overlooked in existing studies. The practical implications require the prompt creation of 

equitable AI literacy programs, ethical governance frameworks, reskilling initiatives, and strategic policy 

measures to enable sustainable technology integration and AI adoption in ready-made garments. The analysis 

acknowledges its limitations, being geographically restricted to Bangladesh, reliant on secondary literature, and 

excluding grey sources; yet, it provides a foundation for comparative studies in similar emerging economies. 
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I. Introduction 
The global artificial intelligence (AI) market is witnessing unprecedented growth, with AI adoption in 

human resource management anticipated to reach USD 26.5 billion by 2033, rising at a spectacular compound 

annual growth rate of 16.2% (Market.us, 2024). Currently, 75% of enterprises globally have incorporated AI into 

at least one business function, with AI use in workplaces nearly doubling over the past two years, while 71% of 

employees remain anxious about AI adoption (Pendell, 2025; Lukan, 2024). This technological revolution has 

major ramifications for developing countries, particularly in labor-intensive industries where old human resource 

methods face increasing pressure to adapt. The impact of this change extends beyond mere operational efficiency; 

it profoundly reshapes worker dynamics, decision-making processes, and competitive positioning in global 

marketplaces. 

The ready-made garments business, which employs over 4 million individuals and accounts for 81.16% 

of Bangladesh's total exports valued at $32.86 billion in the financial year 2023-24, represents a vital economic 

sector necessitating technological advancement to maintain global competitiveness (BEPB, 2023). Despite 

extensive research on AI adoption in affluent economies, there are notable knowledge gaps regarding 

http://market.us/
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implementation trends in labor-intensive industries within emerging nations. Current literature reveals that merely 

32% of human resource professionals worldwide possess AI-related competencies, which remains significantly 

diminished in developing countries due to infrastructural deficiencies, skill shortages, and resource limitations 

that pose additional difficulties (CIPD, 2022). The study is contextualized within the distinct socio-economic 

framework of Bangladesh, where 55.57% of ready-made garment workers are female, digital literacy is 

insufficient, and conventional human resource practices prevail in organizational culture (Ministry of Labour and 

Employment, Bangladesh, 2024). 

Existing studies predominantly focus on technology-centric perspectives, overlooking human-centric 

factors that are particularly crucial in developing economies where resistance to change, limited digital 

infrastructure, and concerns about job displacement create complex adoption barriers (Lombard, 2025). The 

Bangladesh ready-made garments sector faces specific challenges, including infrastructure limitations affecting 

30% of factories, skill gaps impacting 30% of workers, and implementation costs of $150,000 for basic Internet 

of Things systems that create substantial barriers for many organizations (Digital Transformation Study, 2025). 

Furthermore, only 9% of ready-made garment workers receive formal technical training, and 42% of enterprises 

lack AI adoption strategies, underlining the urgent need for a complete understanding of preparedness 

determinants (Labour Market and Skill Gap Analysis, 2023). The potential ramifications of tackling these 

difficulties extend beyond individual firms to national economic competitiveness, as Bangladesh's exit from Least 

Developed Country status in 2026 necessitates better productivity and innovative skills. 

This study aims to address research gaps concerning the underexamined intersection of organizational 

readiness factors and individual psychological motivators in the adoption of AI within the manufacturing sectors 

of developing economies. The roles of perceived usefulness and perceived convenience in the relationship among 

human resource preparation, AI self-efficacy, and AI adoption are inadequately examined in labor-intensive 

businesses characterized by poor digital literacy and conventional management practices. Moreover, less research 

has been conducted on the relationship between AI self-efficacy—individuals' confidence in their ability to utilize 

AI technology effectively—and adoption outcomes in contexts characterized by technological anxiety and 

concerns about job displacement (Wang and Chuang, 2023). This research addresses these overlooked aspects by 

providing evidence from Bangladesh's ready-made garments business, enhancing both theoretical comprehension 

and practical methodologies for AI adoption in analogous developing market contexts. This paper examines these 

neglected elements by presenting evidence from Bangladesh's ready-made garments industry, thereby improving 

both theoretical understanding and practical approaches for AI implementation in similar emerging market 

environments. This research addresses a critical need to comprehend how emerging economies may effectively 

incorporate AI into their human resource systems while navigating particular challenges. This research primarily 

examines the issues, challenges, and opportunities associated with AI adoption and human resource preparedness 

in Bangladesh's ready-made garments sector, emphasizing essential factors such as human resource readiness, AI 

self-efficacy, perceived usefulness, and perceived convenience. It aims to furnish practical advice to ready-made 

garment firms, inform policymakers, guide industry associations, and provide evidence-based approaches for 

technological transformation. The research aims to raise productivity, improve working conditions, and preserve 

global competitiveness while retaining employment opportunities in labor-intensive industries. 

The study follows a structured format, with Section 2 providing a comprehensive review of the relevant 

literature. Section 3 addresses the issues associated with AI integration in human resource management for the 

ready-made garment sector, emphasizing the study's core principles, as well as their development and explanation. 

Section 4 assesses the future possibilities of AI adoption within Bangladesh's ready-made garment sector, while 

Section 5 outlines the methodology employed in the study. Following this, Section 6 engages in a discussion 

about the implications and conclusions drawn from the study. Finally, Section 7 presents the limitations 

encountered and suggests directions for future research. 

 

II. Literature Review 
Artificial Intelligence Adoption 

Artificial Intelligence (AI) is a domain of computer science that enables machines to replicate human 

cognitive abilities, including learning, reasoning, problem-solving, perception, and decision-making (Russell and 

Norvig, 2021). In human resource management, the adoption of AI denotes the intentional integration of 

intelligent systems and algorithms to enhance, automate, and optimize diverse human resource functions, such as 

recruitment, talent acquisition, performance management, and employee engagement. The incorporation of AI in 

human resource management encompasses diverse applications, ranging from basic automation of administrative 

tasks to advanced predictive analytics and machine learning-driven decision support systems that analyze vast 

employee data to generate actionable insights (Duan et al., 2019). The importance of AI integration in human 

resource management lies in its ability to fundamentally transform traditional human resource practices by 

improving operational efficiency, reducing bias in decision-making, optimizing candidate-job alignment, and 

enabling data-driven strategic workforce planning (Marler and Fisher, 2013; TeamViewer, 2025). Organizations 
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that integrate AI into human resources experience significant benefits, including a 35% reduction in recruitment 

cycle time, a 28% enhancement in candidate-job alignment, and notable cost savings through the automation of 

repetitive processes (Brandon Hall Group, 2025). 

Effective AI integration in human resource management demands a full organizational readiness 

framework that covers technology infrastructure, data governance, workforce competencies, and strategic 

alignment, as articulated by the technology-organization-environment framework (Baker, 2011). Organizations 

must possess solid technological infrastructure, including cloud computing capabilities, integrated human 

resource information systems, and secure data management platforms to support AI applications (Tornatzky and 

Fleischer, 1990). Data quality and accessibility form a key precondition, as AI systems require enormous volumes 

of structured and unstructured data to work successfully (Wang and Strong, 1996). Human capital preparedness 

entails growing AI literacy among human resource professionals, offering clear governance frameworks for 

ethical AI use, and fostering an organizational culture that encourages technology innovation (Rogers, 2003). 

Furthermore, organizations need executive leadership support, significant financial resources, and change 

management competencies to successfully navigate the AI adoption journey (Kotter, 1995). The Technology-

Organization-Environment framework suggests that AI adoption success depends on the interaction between 

technological readiness (infrastructure and IT capabilities), organizational readiness (culture, skills, and 

leadership support), and environmental readiness (regulatory compliance and industry standards). 

Prior research has fully explored AI adoption in human resource management using numerous theoretical 

approaches. Sajjadiani et al. (2019) demonstrated that AI-driven performance management systems enhance 

predictive accuracy but raise concerns regarding privacy and fairness. Studies applying the Job Demands-

Resources (JD-R) paradigm demonstrate that AI adoption presents both potential (increased efficiency, improved 

decision-making) and hurdles (skill gaps, resistance to change) for HR professionals (Bakker and Demerouti, 

2017). Research in developing economies, particularly Bangladesh, indicates severe gaps in AI preparedness, 

with only 9% of ready-made garment workers gaining formal technical training and 42% of factories having no 

AI adoption strategies (Labour Market and Skill Gap Analysis, 2023). However, enterprises using AI in hiring 

report substantial gains, pointing out the importance of strategic AI integration to sustain global competitiveness 

in the constantly increasing digital environment. The integration of artificial intelligence in human resource 

management illustrates the transformative impact of technology on recruitment, training, performance evaluation, 

and decision-making processes. This investigation discusses the importance of organizational readiness to adopt 

AI-driven methodologies. The discourse inherently relates to human resource readiness, which assesses the ability 

of businesses and professionals to effectively embrace AI, ensuring sustainable integration within Bangladesh's 

ready-made garments industry. 

 

Human Resource Readiness 

Human resource readiness is an organization’s entire capacity to manage technology transitions through 

strategic human capital development, cultural transformation, and systematic skill building (Armenakis and 

Harris, 2009). Various dimensions, including technological infrastructure, worker competencies, cultural 

flexibility, and leadership commitment, are essential for effective digital transformation (Weiner, 2020). Human 

resource readiness, a pivotal variable towards AI adoption, denotes an organization's potential to navigate 

technological transformations by upskilling human capital, aligning strategies with innovation, and assuring 

ethical governance. This architecture extends beyond traditional change management to incorporate digital 

literacy, data governance, and inclusive frameworks that guarantee fair access to technology advancement 

(Vakola, 2014). Globally, roughly 32% of human resource professionals hold AI-related competencies, enabling 

the use of predictive analytics, process automation, and data-driven recruitment (CIPD, 2022). 

Successful AI deployment in human resource management involves an integrated preparedness 

ecosystem comprising four essential dimensions: technology infrastructure, human capital competency, cultural 

transformation, and ethical governance (Tornatzky and Fleischer, 1990). Organizations must establish robust 

foundations, including human resource information systems (HRIS), cloud platforms, and secure data 

architectures to allow AI integration (Broderick and Boudreau, 1992). Human capital preparation requires 

increasing AI literacy, analytical skills, and collaboration capacities among human resource professionals 

(Strohmeier, 2020). Cultural readiness demands a mindset that prioritizes learning, creativity, and inclusive 

change management to counter opposition (Rogers, 2003). In Bangladesh’s ready-made garment industry, just 

18% of human resource professionals achieve these competency levels (DU Management, 2022). Ethical 

preparation incorporates frameworks for ethical AI deployment, ensuring data privacy and bias prevention (Duan 

et al., 2019). Upskilling initiatives, AI governance policies, and continual feedback systems are also important 

(Kotter, 1995). 

Previous studies confirm the intricate nature of human resource preparedness in digital transformation. 

Estradha et al. (2025) identify two essential elements: “perceptions of human resource system characteristics” 

and “perceptions of human resource system sustainability,” both vital for enduring transformation. Research 
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utilizing the technology-organization-environment framework emphasizes human resource readiness as a 

significant factor influencing the outcomes of AI adoption (Tornatzky and Fleischer, 1990). Adeosun and 

Adegbite (2022) revealed that 73% of human resource professionals in developing nations lack adequate 

preparation, especially when it comes to current technologies. In Bangladesh's industrial sector, 61.17% of the 

workforce comprises women who encounter restricted access to digital tools and training (ILO, 2020). These 

insights emphasize the importance of inclusive, ethical, and competency-oriented human resource development 

for the efficient integration of AI in human resource management. Human resource readiness underscores an 

organization's preparedness to integrate AI, focusing on employee capabilities, infrastructure, and adaptability to 

technological changes. Understanding preparation is crucial for enabling effective AI-driven transformation. 

Other factors influencing AI adoption in the ready-made garment industry include AI self-efficacy and perceived 

usefulness and convenience, which emphasize the individual side by analyzing how employees' confidence in 

utilizing AI influences overall adoption and organizational success. 

 

Artificial Intelligence Self-Efficacy 

Artificial intelligence (AI) self-efficacy is a crucial psychological concept that applies Bandura’s self-

efficacy theory to the realm of artificial intelligence, denoting individuals' confidence in their capacity to 

proficiently utilize and interact with AI technology (Wang and Chuang, 2023). Grounded in Bandura’s social 

cognition theory, it is influenced by four sources: mastery experiences, vicarious experiences, verbal persuasion, 

and physiological states (Bandura, 1977). In AI situations, these encompass proficient AI utilization, seeing others 

engage with AI, obtaining motivation, and regulating emotional reactions. Wang and Chuang (2023) delineate 

four components of AI self-efficacy: assistance, anthropomorphic engagement, comfort with AI, and 

technological proficiency. This notion is essential in organizational contexts, as it affects employees' willingness 

to embrace AI, their determination to acquire AI-related skills, and their performance in using AI systems. 

In the professional environment, AI self-efficacy significantly facilitates AI adoption in human resource 

management. It serves as a bridge between AI utilization and performance outcomes, enhancing task-related, 

contextual, and adaptable performance. Employees possessing elevated AI self-efficacy tend to perceive AI as a 

manageable challenge rather than a threat, resulting in increased job satisfaction (Latikka et al., 2019). Regular 

utilization of AI has been shown to enhance work-related self-efficacy, thereby augmenting originality and 

adaptability skills. Furthermore, elevated AI self-efficacy correlates with more favorable perceptions of AI 

integration and enhanced psychological well-being in AI-enabled environments (Brunnlechner, 2025). AI self-

efficacy clarifies how employees' confidence and belief in handling artificial intelligence applications affect their 

adoption behaviors. It emphasizes that inadequate self-confidence may impede the effective deployment of 

organizational readiness. This subject directly relates to perceived utility and ease of use, as individual views of 

technology significantly influence acceptance and integration within human resource systems of the ready-made 

garments sector. 

 

Perceived Usefulness 

Perceived usefulness, as defined by Davis (1989), denotes "the extent to which an individual believes 

that utilizing a specific system would improve his or her job performance." This concept is a fundamental element 

of the Technology Acceptance Model and serves as a significant predictor of technology adoption (Marikyan and 

Papagiannidis, 2024). The construct is based on the premise that enhanced work performance results in 

organizational rewards, such as promotions or bonuses, hence establishing a positive correlation between 

technology utilization and performance (Hassan, 2025). It also indicates that perceived usefulness exerts around 

fifty percent greater influence on technology adoption compared to perceived ease of use. The impact 

encompasses improvements such as diminished time-to-hire, augmented decision-making abilities, superior 

candidate-job alignment, and heightened hiring precision. Recent studies indicate that AI-driven recruitment 

solutions are deemed advantageous when they reduce screening time by as much as 75%, diminish human bias, 

and offer predictive analytics for more informed hiring decisions (Hassan, 2025). 

The importance of perceived usefulness in AI adoption for human resource management cannot be 

overemphasized, acting as a crucial intermediary between technological attributes and user acceptance behaviors. 

Research repeatedly reveals that perceived usefulness strongly correlates with both current and future usage 

intentions across many technological contexts (Davis, 1989). The construct becomes particularly significant in 

AI adoption because it directly determines whether human resource professionals regard artificial intelligence as 

a strategic advantage or as another technological burden. When human resource practitioners perceive AI systems 

as genuinely useful for improving recruitment efficiency, enhancing candidate evaluation, and supporting data-

driven decision-making, they are more likely to develop positive attitudes toward adoption and demonstrate 

higher behavioral intentions to integrate these technologies into their workflows. Furthermore, perceived 

usefulness serves as a buffer against potential opposition to change, helping firms overcome traditional 

recruitment procedures and cultural biases that may initially limit AI implementation. 
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Several crucial aspects are necessary to ensure perceived usefulness for successful AI implementation 

in human resource management practices. User experience design and perceived convenience strongly influence 

usefulness perceptions, since research suggests that when systems are convenient, consumers are more likely to 

regard them as useful (Hassan, 2025). Organizational support and management commitment play significant 

moderating roles, with studies demonstrating that strong leadership endorsement and proper resource allocation 

boost employees' perceived usefulness of AI systems. Training and skill development programs are vital, as 

human resource employees who receive comprehensive training and build confidence in using AI tools report 

higher levels of perceived usefulness. Additionally, outcome demonstrability and visible evidence of performance 

improvements are crucial, with studies suggesting that concrete, measurable advantages from AI adoption directly 

enhance perceived usefulness among human resource practitioners (Venkatesh and Davis, 2000). Cultural 

considerations and organizational preparation can influence perceived usefulness, particularly in emerging 

countries where traditional recruitment procedures and resource restrictions may first hinder awareness of AI 

benefits. Hence, the perceived usefulness and simplicity of use are essential determinants in employee adoption 

of AI, as they affect work performance and corporate efficiency. 

 

Perceived Convenience 

Perceived convenience, as articulated by Davis (1989), denotes “the extent to which an individual 

believes that utilizing a specific system would require minimal effort.” This is a fundamental element of the 

Technology Acceptance Model, reflecting users' anticipations that a system is user-friendly and requires low 

physical or cognitive exertion (Henderson and Divett, 2003). Based on Bandura’s self-efficacy theory, it 

represents situation-specific convictions regarding one’s capacity to proficiently interact with new technology 

(Davis, 1989). In AI contexts, this expectation includes perceptions of intuitive interfaces, low learning demands, 

and smooth integration with existing workflows. Studies consistently show that perceived convenience directly 

influences technology acceptance and indirectly affects it through its strong association with perceived usefulness 

(Venkatesh and Davis, 2000). When users locate AI systems convenient, they are more likely to perceive them as 

beneficial, especially during the early stages of adoption. 

In the context of human resource management, perceived convenience is a crucial psychological factor 

influencing whether human resource professionals accept or resist AI technologies. It significantly shapes both 

attitudes and behavioral intentions, with research demonstrating strong correlations between convenience and 

positive attitudes toward AI (Hassan, 2025). Since human resource professionals juggle diverse responsibilities, 

the ease with which AI systems can be used becomes vital for sustained engagement. Complicated systems often 

deter adoption, especially if they disrupt established workflows (Vardarlier and Zafer, 2019). Furthermore, 

perceived convenience serves as a facilitator in the relationship between technology features and consumer 

happiness. Individuals who find AI systems more user-friendly report enhanced experiences and increased job 

satisfaction. It also mitigates reluctance to change; employees who perceive AI products as user-friendly are more 

likely to substitute conventional processes with automated alternatives. In many circumstances, convenience has 

become the predominant factor in technology adoption, particularly for users who prioritize efficiency and 

usability. Multiple critical aspects affect the perceived convenience of AI adoption in human resource 

management. User interface design and system usability are critical factors; intuitive and accessible designs 

improve perceptual convenience. Training and skill enhancement are crucial for augmenting usefulness 

perceptions and diminishing effort expectations in AI-driven workflows (Venkatesh and Bala, 2008). The 

integration with current human resource systems and organizational assistance mitigates technological obstacles. 

System attributes, personalization, and previous technology experience also influence user perceptions. 

Commitment from management and a supportive organizational atmosphere cultivate attractive environments 

that promote user adoption. The perceived convenience influences overall acceptance and willingness to use AI. 

This research presents a conceptual framework, as depicted in Figure 1, anchored to the existing 

literature. The theoretical framework presented in this research (Figure 1) illustrates that the objective to 

implement AI in human resource management practices within Bangladesh's ready-made garments sector may be 

achieved by enhancing human resource preparedness, AI self-efficacy, perceived usefulness, and perceived 

convenience. The framework assists managers and owners in implementing AI by fostering technological, 

workforce, and cultural readiness. These managers and owners utilize an AI self-efficacy strategy to enhance AI 

awareness, technological adaptability, and digital literacy among employees, transforming them into optimal 

contributors to AI integration in human resource management. This proposed approach guarantees optimal AI 

integration in human resource management within Bangladesh's ready-made garments sector by amalgamating 

human resource preparedness, AI self-efficacy, perceived usefulness, and perceived convenience. This platform 

establishes a distinct connection among AI adoption in manufacturing organizations through human resource 

preparedness, AI self-efficacy, perceived usefulness, and convenience. Perceived usefulness and convenience 

exhibit both direct and indirect relationships with the intention to employ AI. They exert a direct influence on the 
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acceptance of AI. They also accelerate the connections among human resource preparation, AI self-efficacy, and 

AI adoption. 

 

Figure 1: Proposed Research Framework of the Study 

 
 

III. Issues And Challenges For AI Adoption In Ready-Made Garments Industry 
Numerous psychological, strategic, and technological aspects shape the intention to embrace AI in 

human resource management (Lombard, 2025). One notable concern is technostress. It is defined as stress arising 

from the use of new technology. Research suggests that stressors can play a dual role: when managed successfully, 

challenge stressors can boost motivation and positively influence technology adoption, while hindrance stressors, 

such as AI-induced fear, tend to lower interest and engagement (Chang et al., 2024). Another important challenge 

is strategic misalignment. Many firms use AI tools without aligning them with business objectives, resulting in 

lost investments and inefficient outcomes (Kathuria, 2025). Complexity in AI design and integration makes it 

harder for decision-makers, especially those inexperienced with AI’s capabilities, to advocate for adoption 

(Lombard, 2025). Cost worries also persist; while AI offers long-term returns, quantifying return on investment 

in human resource management areas such as employee satisfaction or strategic decision-making remains a 

difficulty (Apriorit, 2024). This makes firms hesitant to fully invest in AI adoption. 

Human resource readiness refers to an organization’s ability to effectively incorporate AI tools; however, 

many human resource departments lack the essential elements required for transformation (Mwita and Kitole, 

2025; Park, 2025). These core aspects include a supportive company culture, governance policies, sufficient 

resources, technical infrastructure, and clearly defined strategic goals. A key challenge is poor data literacy. Many 

human resource professionals are unable to evaluate AI results, identify relevant use cases, or participate in 

strategic planning (Lombard, 2025). The existing human resource tech stack (HRIS, ATS, and payroll systems) 

typically generates friction when incorporating AI, particularly when platforms are obsolete or incompatible. 

Infrastructure limits, especially in underdeveloped nations, make issues worse by restricting access to cloud 

computing and real-time data (Ogba-Amaugo, 2024). Skill shortages are another important worry. Without proper 

technical training and strategic upskilling, human resource workers struggle to use AI products effectively 

(Opatha and Dooradarshani, 2024). 

AI self-efficacy is the belief in one’s ability to use AI technology effectively. It is important to achieve 

successful adoption, but it faces major psychological and structural challenges (Chang et al., 2024; Watanabe et 

al., 2025). Technical self-efficacy can alleviate the negative impact of hindrance stressors, but insufficient levels 

of AI literacy among human resource professionals continue to inhibit development. Park (2025) reveals that 

persons with little AI literacy are six times more likely to feel uncomfortable and seven times more likely to fear 

AI. This emotional response hinders experimentation, curiosity, and receptivity to learning. As AI continues to 

evolve, personnel who lack digital preparedness fall behind, creating a widening skills gap (Ogba-Amaugo, 2024). 

Organizations typically fail to provide proper training and coaching, leaving staff unequipped to create trust in 

AI utilization (Brandon Hall Group, 2025). The fear of job displacement also relates to low self-efficacy, as 

employees regard AI as a threat to employment rather than a tool for advancement (Lombard, 2025; Chang et al., 
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2024). Without organized support systems, like mentoring and peer-learning environments, it becomes difficult 

to inculcate AI confidence throughout human resource departments. 

Perceived usefulness can be defined as the extent to which users perceive that AI helps their performance. 

It is a major indicator of adoption. However, significant concerns challenge this perception. A major issue is 

algorithmic bias; AI systems educated on skewed datasets risk reinforcing discrimination in recruitment, 

promotions, and performance evaluations (Lombard, 2025; Nelson Connects, 2025). The opaque aspect of AI 

decision-making procedures contributes to mistrust, as personnel are unwilling to trust advice they cannot 

interpret. Errors in judgment are also widespread, particularly in complex, human-centric human resource 

functions like dispute resolution, where empathy and context matter (Mwita and Kitole, 2025). Integration 

difficulties with existing systems may lead to data loss, duplicate entries, or process disruptions, making AI tools 

appear more tedious than advantageous (Lombard, 2025). AI solutions have limited flexibility in meeting specific 

needs, like customizing pay packages. It also affects perceived value. Furthermore, excessive reliance on 

quantifiable outcomes may cause firms to miss soft skills, cooperation, and organizational culture (Mwita and 

Kitole, 2025). 

Perceived convenience refers to how readily users may engage with AI systems. Technological 

complexity and poor system design sometimes inhibit perceived convenience, which is crucial for fostering initial 

acceptability (Opatha and Dooradarshani, 2024). Many human resource professionals lack technical training, 

which leads to a challenging learning curve when interacting with AI systems (Lombard, 2025; Ogba-Amaugo, 

2024). Poorly designed user interfaces further worsen the problem, necessitating longer onboarding and 

increasing irritation levels. Integration challenges across traditional human resource platforms typically involve 

human workarounds, which contradict the purpose of automation (Lombard, 2025). The fast-evolving nature of 

AI products compels users to constantly adapt to new capabilities, adding to cognitive overload. Moreover, limited 

information technology assistance means customers often lack timely help when confronting challenges (Opatha 

and Dooradarshani, 2024). Organizations that fail to provide continual training and easily accessible materials 

suffer chronic resistance in adoption due to low convenience perceptions. 

The ready-made garments sector in Bangladesh suffers a unique confluence of global AI issues and 

localized limits (Nadim, 2025; Uddin, 2025; Rummon, 2025). Infrastructure issues are pervasive. Many 

workplaces lack steady internet, current information technology systems, or the technical assistance essential for 

efficient AI deployment. The workforce has low digital literacy, aggravated by the absence of formal training and 

development initiatives (Khan, 2024). Financial constraints are considerable, particularly for small and medium 

enterprises, as the high costs of deployment, maintenance, and unknown return on investment constitute major 

adoption obstacles (Rafid et al., 2024). Cultural resistance to automation is also prevalent in traditional leadership 

approaches, and worker skepticism about job loss hampers technological acceptance (Plexus, 2025). The sector’s 

strong concentration on cost-efficiency leads to underinvestment in long-term innovation (TDS, 2025). 

Furthermore, a lack of dependable human resource data systems impairs AI’s potential to offer significant results 

(Rummon, 2025). Compliance with Bangladesh’s labor laws and global buyer standards adds another layer of 

challenge, as AI integration must cross complex ethical and legal landscapes (Khan, 2024). Nevertheless, some 

forward-thinking ready-made garment organizations have begun deploying AI-powered systems for quality 

control and personnel tracking, demonstrating that focused interventions can enable gradual change (Das, 2024). 

Consequently, substantial barriers to AI adoption in the intensely competitive garment industry are emerging from 

issues such as human resource preparedness, AI self-efficacy, perceived usefulness, and perceived convenience. 

 

IV. Possibilities Of AI Adoption In Ready-Made Garments Industry 
The future of AI integration and human resource preparedness in Bangladesh's ready-made garments 

sector offers substantial prospects and intricate obstacles that are anticipated to transform operational structures 

and labor dynamics. The sector is poised for technological transformation, with the integration of artificial 

intelligence presenting significant opportunities to improve supply chain management, manufacturing efficiency, 

and human resource management techniques (TDS, 2025). The transition to AI implementation is accelerating as 

ready-made garment companies seek to maintain competitive advantages in a global marketplace where 

efficiency, quality, and sustainability are crucial for foreign purchasers (Shubham, 2024). The goal to implement 

AI in the ready-made garments sector indicates a favorable perspective, with increasing acknowledgment of AI's 

capacity to improve analytics, automation, and quality control (Munmun, 2023). Numerous progressive firms are 

implementing AI-driven quality control with computer vision and machine learning for defect detection with 

enhanced accuracy and rapidity (Das, 2024). These pilot programs have yielded quantifiable advantages, 

including diminished rework expenses and enhanced preventive quality techniques (Uddin, 2025). The usage of 

AI is expected to increase as technological expenses decrease and successful implementations yield significant 

returns, especially in forecasting, inventory management, and automation (Rafid et al., 2024). 

Human resource readiness for AI integration in the ready-made garments sector is now at an intermediate 

stage, demonstrating the need for expanded infrastructure, workforce skills, and organizational capacities to 
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properly use AI technologies (Sharmin, 2022). Future enhancements in preparedness depend on strategic 

investments in training, digital literacy, and infrastructure (Munmun, 2023). Collaborative efforts among 

government agencies, industry groups, and academic institutions are important to address skill gaps and build AI-

ready talent (Kabir, 2024). Reskilling programs and continuous learning platforms will play a vital role in 

educating human resource professionals to handle AI-driven transformation successfully, assuring employee 

welfare and sustainable practices (Munmun, 2023). AI self-efficacy among human resource professionals and 

workers is emerging as a vital factor for effective AI deployment. Developing confidence in utilizing AI 

necessitates meticulously organized training programs that address both the technical and psychological 

dimensions of technology application (Hossain, 2024). Research demonstrates that more AI exposure enhances 

perceived competence and task performance, leading to better outcomes (Brunnlechner, 2025). Future success 

will depend on initiatives that develop both digital abilities and self-belief, particularly among lower-skilled 

workers and middle managers. 

The perceived usefulness of AI in the ready-made garments sector is projected to expand as real 

applications reveal clear benefits across operational sectors. With the worldwide fashion AI industry anticipated 

to reach $4.4 billion by 2027, ready-made garment manufacturers are recognizing AI's utility in maximizing 

resources, decreasing waste, and boosting monitoring capabilities (Premiere Vision, 2024; TDS, 2025). AI tools 

such as generative design, 3D modeling, and virtual prototyping will alter production by lowering dependency on 

physical samples and enhancing sustainability (TLD Apparel, 2025). As successful use cases emerge, perceived 

usefulness will strengthen, especially in areas such as supply chain forecasting and compliance with international 

standards. Perceived convenience is also set to improve through user-centric design, intuitive interfaces, and 

supported training. Technological improvements are making AI technologies more accessible, especially for 

consumers with minimal digital literacy (Kalpoe, 2020). Features like augmented reality, speech recognition, and 

natural language processing are predicted to ease human-AI interaction (Munmun, 2023). Ongoing support 

systems are also being built to help workers navigate and utilize AI systems efficiently, overcoming present 

challenges linked to complexity and lack of guidance (Kabir, 2024). Enhancing ease of use is vital, as research 

consistently links usability with increased acceptance and better implementation outcomes in industrial contexts. 

Consequently, the future of AI implementation in Bangladesh's ready-made garments industry relies on a cohesive 

strategy encompassing human resource readiness, AI self-efficacy, perceived usefulness, and perceived 

convenience. Challenges encompass elevated expenses, a deficiency of competence, technological resistance, and 

inadequate infrastructure in these areas. 

 

V. Methodology 
This study employs a scoping review technique to identify and analyze publications that examine the 

relationship between human resource readiness, AI self-efficacy, perceived usefulness, perceived convenience, 

and AI adoption in the ready-made garments industry. The review technique follows the manner described by 

Thorpe et al. (2005) and Rahman et al. (2025), ensuring a systematic and transparent process that minimizes bias 

and strengthens reliability. This method was chosen for its flexibility and ability to comprehensively capture the 

breadth of relevant interdisciplinary research in a field that remains emergent and underexplored. Overall, the 

scoping review methodology offers a structured yet adaptable approach that is well-suited for mapping existing 

knowledge, capturing evolving research trends, and informing future investigations regarding human resource 

readiness and AI adoption in Bangladesh's garment sector. The authors rigorously searched numerous scholarly 

databases, including Scopus, ScienceDirect, Emerald, Web of Science, Wiley, and Google Scholar, to obtain a 

thorough perspective. Among these, Scopus was preferred because of its wide coverage of peer-reviewed 

literature, particularly within management and business sectors that are closely tied to human resource practices 

(Harzing and Alakangas, 2016). Web of Science's esteemed reputation as a high-quality citation index, 

characterized by stringent journal selection criteria, justifies its inclusion. It offers authoritative and globally 

acknowledged coverage across the domains of science, social science, and humanities (Falagas et al., 2007). 

ScienceDirect was selected to facilitate access to Elsevier’s extensive portfolio of applied and technical journals, 

encompassing fields such as management, information systems, and industrial engineering (Burnham, 2006). 

Emerald Insight was chosen due to its specialization in management, business, and human resources-related 

publications. It is suitable for investigating human resource readiness and AI adoption within an industrial context 

(Adams et al., 2016). The search strategy was created around terms linked with the research objectives, focusing 

on AI adoption, human resource readiness, and the obstacles of human resource-driven transformation in 

Bangladesh's ready-made garments industry. The process of locating, screening, and choosing relevant literature 

follows PRISMA guidelines to maintain rigor and transparency. Ultimately, 54 research studies met the inclusion 

requirements, providing a reliable platform for synthesizing insights on the difficulties, challenges, and future 

directions of AI adoption in the ready-made garments sector. The entire methodology is detailed in Table 1. 
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Table 1: Flowchart of Literature Selection 
SPAR-4-SLR (PRISMA) Consideration Decision 

Assembling (Identification) Search Focus Artificial intelligence adoption in the ready-made garment 
industry 

 Search Keywords • Ready-Made Garment Industry 

• Artificial Intelligence 

• Artificial Intelligence Adoption 

• Human Resource Readiness 

• Perceived Usefulness 

• Perceived Convenience 

Search Database Scopus, ScienceDirect, Emerald,  and Wiley 

Search Field Article title, abstract, and keywords 

Search Result 773 Documents 

Arranging (Screening and 

Eligibility) 

Search Period 2020 to 2025 

 Subject Area “Artificial Intelligence”, “Business and Human Resource 

Management”, “ Technology Adoption and Digitalization”,  
“Organizational Behavior”, and “Social Sciences” 429 

Document Type “Article” 286 

Publication Stage “Final” 252 

Source Type “Journal” 238 

Language “English” 212 

Developing Nation “Bangladesh, India, China, Vietnam, Thailand, Indonesia, 

etc.,” 54 

Final search result 54 Documents 

 

The extracted data was thematically synthesized, resulting in comprehensive insights into the present 

state of AI adoption and HR readiness in the RMG sector, focusing on the distinct challenges encountered by 

developing economies such as Bangladesh in navigating digital transformation while promoting workforce 

inclusivity and operational efficiency. 

 

VI. Implications And Conclusion 
This study comprehensively examined AI adoption in Bangladesh's ready-made garments industry, 

revealing the complicated dynamics of technology acceptance in developing nations. The global AI in the human 

resource market is expected to reach USD 26.5 billion by 2033, although emerging nations' restrictions will 

considerably impact adoption trajectories (Market.us, 2024). The conceptual framework of the study showed how 

human resource preparation and AI self-efficacy impact technology adoption intentions through perceived 

usefulness and convenience. Only 18% of human resource experts in Bangladesh's ready-made garments business 

are competent, while 30% of factories have infrastructural issues, and 30% of workers have skill gaps (DU 

Management, 2022). These outcomes emphasize the imperative for intentional technology- and human-focused 

initiatives to effectively incorporate AI in labor-intensive industries. AI literacy initiatives are essential for firms 

to bridge the skills disparity and enhance employee happiness. These programs must include technical skill 

development with confidence-boosting elements to foster AI self-efficacy. Human Resources departments must 

also mitigate anxiety related to artificial intelligence, including concerns about job displacement. Inclusivity and 

gender-based access disparities are also significant. The effective implementation of AI can shorten recruitment 

processes and improve job compatibility, underscoring its competitive advantage. 

The implications of policy are equally significant, particularly as Bangladesh nears its transition from 

Least Developed Country status in 2026. Policymakers must address infrastructural deficiencies that impede AI 

implementation, including those in the internet and cloud computing (Ogba-Amaugo, 2024). The outcomes 

suggest regulatory frameworks that include infrastructure development, education, and ethical standards to 

promote responsible AI utilization (Folorunso et al., 2024). Effective governance is crucial for ensuring data 

integrity, security, and privacy, which are critical for building trust (Nugraha, 2024). Policymakers ought to 

promote public-private partnerships to consolidate resources and stimulate technical advancement. International 

collaboration is essential for facilitating knowledge exchange and technology transfer that connects global 

expertise with local development goals. 

This research enhances academic literature by offering a conceptual framework for developing nations 

and revealing the impact of human resource readiness, AI self-efficacy, perceived usefulness, and convenience 

on AI adoption intention. It is among the first thorough studies focused on AI integration in labor-intensive sectors 

within emerging countries. The conceptual model established can be modified for future comparative studies in 

similar economic environments. Future studies should investigate the long-term effects of AI on worker 

dynamics, pay, and skill development, as well as evaluate the success of training and change management 

initiatives. Systems must have intuitive interfaces to accommodate users with limited digital literacy (Hassan, 
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2025), while also supporting integration with existing human resource infrastructure. Researchers must 

incorporate flexibility, linguistic adaptation, and customization to align with diverse user requirements. 

 

VII. Limitations And Future Directions 
The research on AI implementation in the ready-made garments industry of Bangladesh contains 

constraints, such as the geographical and industrial contextual scope and dependence on secondary sources. The 

framework may inadequately represent the socio-economic dynamics of labor-intensive businesses in developing 

nations, and the study's focus on organizational readiness may have downplayed individual psychological barriers. 

Subsequent research ought to emphasize longitudinal studies, cross-national comparative analyses, mixed-

methods approaches, and context-specific measurement tools. It is recommended to analyze training and change 

management strategies, public-private partnership frameworks, and the assistance of international development 

organizations in promoting inclusive AI adoption. It is advisable to research sector-specific AI governance 

frameworks and ethical standards. 
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