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Abstract 

This study focuses on investigating and 

analyzing the transformative role played by AI-

driven analytics as an independent variable in 

monitoring and diagnosing  skill gaps among 

human cadres working in tourism companies. 

The study proceeds from a fundamental problem 

represented in the inadequacy of traditional 

methods in keeping pace with the technological 

acceleration in the tourism sector, which has led 

to the emergence of gaps Cognitive and 

behavioral barriers to institutional excellence. 

The main objective of the study is to investigate 

how the outputs of intelligence (both predictive 

and descriptive) can be used in the engineering 

and formulation of the rules of Advanced 

Performance Appraisal, and transform them from 

mere rigid measurement tools to dynamic 

systems capable of providing real-time and 

objective feedback. To achieve this goal, the 

study relied on the descriptive-analytical 

approach, where a peer-reviewed scientific 

questionnaire was developed that was distributed 

to an intended sample of human resources 

managers and executives in tourism companies 

to collect raw data. The study adopts a set of main 

hypotheses that indicate that there is a direct and 

statistically significant interaction relationship 

between the accuracy of the analytical algorithms 

used in skills mining and the quality and 

 Resumo 

Este estudo tem como foco investigar e analisar 

o papel transformador desempenhado pela 

análise baseada em IA como variável 

independente no monitoramento e diagnóstico 

de lacunas de competências entre os quadros de 

pessoal que atuam em empresas do setor de 

turismo. O estudo parte de um problema 

fundamental representado pela inadequação 

dos métodos tradicionais em acompanhar a 

aceleração tecnológica no setor de turismo, o 

que levou ao surgimento de lacunas e barreiras 

cognitivas e comportamentais à excelência 

institucional. O principal objetivo do estudo é 

investigar como os resultados da inteligência 

(tanto preditiva quanto descritiva) podem ser 

utilizados na engenharia e formulação das 

regras  da Avaliação Avançada de Desempenho, 

transformando-as de meras ferramentas de 

medição rígidas em sistemas dinâmicos capazes 

de fornecer feedback em tempo real e objetivo. 

Para atingir esse objetivo, o estudo baseou-se na 

abordagem descritivo-analítica, na qual foi 

desenvolvido um questionário científico 

revisado por pares, distribuído a uma amostra 

intencional de gerentes de recursos humanos e 

executivos em empresas de turismo para coletar 

dados brutos. O estudo adota um conjunto de 

hipóteses principais que indicam que existe uma 

relação de interação direta e estatisticamente 
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reliability of the performance evaluation criteria 

used. The study concludes that the adoption of 

this technical model effectively contributes to 

bridging skill gaps by automatically linking the 

evaluation results with actual training needs, 

which reduces human bias and enhances the 

efficiency of human capital in facing the 

challenges of digital tourism. 

 

Keywords: Artificial Intelligence. Skill Gaps. 

Tourism Companies. Advanced Performance 

Appraisal. Predictive Analytics. Digital Talent 

Management. 

significativa entre a precisão dos algoritmos 

analíticos utilizados na mineração de 

competências e a qualidade e confiabilidade dos 

critérios de avaliação de desempenho utilizados. 

O estudo conclui que a adoção desse modelo 

técnico contribui efetivamente para preencher 

lacunas de competências ao vincular 

automaticamente os resultados da avaliação às 

necessidades reais de treinamento, o que reduz 

o viés humano e aumenta a eficiência do capital 

humano no enfrentamento dos desafios do 

turismo digital. 

 

Palavras-chave: Inteligência Artificial. Lacunas 

de Competências. Empresas de Turismo. 

Avaliação Avançada de Desempenho. Análise 

Preditiva. Gestão Digital de Talentos. 

 

 

1 INTRODUCTION 

 

From Traditional Patterns to "Smart Tourism": New Post-Pandemic Perspectives 

And Lessons From COVID-19 Pandemic In such a competitive environment, human 

capital efficiency has become a fundamental element and critical building block in 

gaining sustainable competitive advantage and fulfilling the high demands of digital 

tourists (Ibrahim, 2024, p. 15). But this means is a technology breakthrough that has 

provoked one the essential challenge titled (the “Skill Gap”), Is the knowledge and 

procedural gap between human cadres’ current skills and technical acceptability to 

integrate AI and IoT technologies in their workplace Al-Sayyahi (Al-Khafaji, 2023, p. 

112). 

The wide use of classical methodologies in the field of tourism and hospitality 

talent management has made problematic the detection of actual training needs, and that 

is exactly where artificial intelligence (AI) can exert a transformative impact. So, it has 

ceased to be an analogue tool for process automation and rather has evolved into a highly 

capable predictive analytics engine that can effectively deal with huge flows of big data 

coming from employee behavior and digital products. These technologies allow for "skill 

provocation" practice to accurately estimate (beyond estimative methods or human 
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observation) where the underlying weaknesses and gaps in efficiency will be 

(Miller&Smith, 2025, p. 44). 

Moreover, the peak strategical value of artificial intelligence-based analysis is 

delineated when the diagnosis results in terms of skill gaps are integrated with Job 

Performance Assessment (JPA) system. The association reflects a fundamental shift from 

“impressionistic” assessment models that could be influenced by personal bias to 

“evidence-based evaluation” models. This transformation takes place, not only at 

measurement-level quality standards but also through the establishment of the "advanced 

evaluation bases" that provide transparency and objectivity for reward systems, 

promotions or career paths for its members within organizations, thereby contributing to 

a digitally fair and productive tourism labour market. (Johnson, 2024, p. 89). 

 

1.1 Third: research problem 

 

The fundamental problem of this research is the "diagnostic deficiencies" of 

human resource management in contemporary tourism companies, where these 

companies face an escalating challenge in monitoring and analyzing the real 

competencies and skills of their employees in a highly changing digital work 

environment. The continued reliance on "traditional diagnostic mechanisms"—which are 

slow and subjective—has led to a deep gap between the actual capabilities of human 

resources and the technical requirements of smart tourism. 

This diagnostic weakness stems from the reliance on "stereotyped" performance 

appraisal systems that do not touch the core of the employee's skill development, resulting 

in serious negative repercussions, including: 

1. Inaccuracy in measuring productivity: Current standards fail to monitor the 

digital and soft skills developed. 

2. Waste of human resources: By directing training investments towards 

unnecessary areas, while critical skill gaps remain unaddressed. 

3. Decline in Competitive Advantage: As a result of the decrease in the quality of 

tourism service provided, which is closely related to the extent to which the 

employees' skills are aligned with the needs of the modern tourist. 
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1.2 Fourth: the research gap 

 

Despite the knowledge momentum around AI applications, a review of the 

previous literature reveals a clear knowledge and procedural gap, the dimensions of 

which can be identified as follows: 

• Biasing for external services:  The majority of Arab and foreign studies in the 

tourism sector have focused on the impact of AI on the "customer experience" 

(e.g., chatbots and digital marketing), while the aspect related to "in-house talent 

management" and the development of smart management systems has remained 

unexplored. 

• Lack of Integrative Modeling: The academic library (especially Arabic) lacks 

studies that provide an "integrative model" that links (algorithmic analysis of skill 

gaps) to (re-engineering of advanced assessment rules) as an interrelated process. 

• Absence of a new evaluative philosophy: There is a dearth of research that 

discusses how AI is changing the "philosophy of internal evaluation", from being 

an annual audit process to a "real-time" development process based on big data, 

which this study seeks to cover and present as an authentic contribution. 

 

1.3 Fifth: research hypotheses 

 

Based on the problem of the study and its conceptual dimensions, the following 

hypotheses were formulated to test the causal relationships between the variables: 

• The first main hypothesis (H1): "There is a statistically significant effect at the 

significance level (α≤0.05) of AI-powered analysis (as a technical and predictive 

tool) in raising the level of accuracy of identifying skill gaps (with their digital, 

specialized, and behavioral dimensions) among employees in tourism 

companies." 

• The second main hypothesis (H2): "Identifying skill gaps (as an intermediate 

variable) contributes positively and substantially to the development and 

modernization of job performance evaluation rules, in order to ensure their 

transformation towards absolute objectivity and digital progress, which is 

reflected in the efficiency of administrative outputs." 
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1.4 First: research significance 

 

The importance of this research stems from its being a scientific and practical 

response to the radical transformations imposed by the era of "artificial intelligence" on 

the management of human resources in the tourism sector, and this importance can be 

crystallized in the following axes: 

• Contributing to bridging the digital divide: The importance lies in providing a 

theoretical and practical framework that shows how AI algorithms can be adapted 

not only as technical tools, but also as a modern management methodology 

capable of monitoring "skill gaps" with extreme accuracy, which contributes to 

raising the efficiency of tourism human capital to keep pace with the requirements 

of smart tourism. 

• Promoting Organizational and Objective Justice:  The importance of research 

is highlighted in its ability to provide decision-makers in tourism companies 

(hotels, airlines, travel agencies) with a sophisticated technical model that 

neutralizes "human bias" and subjective factors in performance appraisals, as 

evaluation moves from relying on personal impressions to relying on "digital 

objectivity" based on actual data and real-time documented performance 

indicators. 

• Rationalization of Management and Investment Decisions: The research 

provides strategic insight into how training and development budgets can be 

directed towards real skill gaps that are automatically monitored, ensuring that the 

return on investment (ROI) is maximized and the waste caused by imprecisely 

targeted training programs is minimized. 

• Supporting Global Competitiveness: The results of this research contribute to 

enabling tourism companies to adopt international standards in performance 

evaluation, which enhances the quality of services provided and places tourism 

institutions in the ranks of smart organizations capable of competing in the 

international market. 
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1.5 Second: research objectives 

 

This research mainly seeks to achieve a package of strategic and procedural 

objectives, namely: 

1. Analysis and Investigation of Artificial Intelligence Tools: The research aims 

to identify and classify the most effective AI technologies and tools (such as 

machine learning, big data analysis, and natural language processing) in analyzing 

workers' skills and monitoring changes in their professional behavior patterns 

within the tourism environment. 

2. Digital Performance Appraisal Standards Engineering: Building and 

developing an integrated system of advanced performance appraisal standards that 

do not rely on traditional periodic reports but are directly based on the outputs of 

"real-time analytics", ensuring the continuity and flow of the evaluation with the 

pace of daily work. 

3. Measuring the Impact of Intelligence on the Accuracy of Gap Diagnosis: 

Testing the Correlation and Archaeological Relationship between the Adoption of 

AI-Powered Analysis and the Ability to Identify Skill Gaps (Technical, 

Behavioral, and Cognitive) among Employees in Tourism Companies in the Study 

Sample. 

4. Developing procedural rules for advanced evaluation: Formulating a set of 

regulations that link skill gap detection to the system of incentives, promotions, 

and career paths, to ensure that the evaluation process shifts from a monitoring 

tool to a comprehensive development tool. 

5. Providing practical recommendations to decision-makers: Reaching practical 

proposals that enable senior management in the tourism sector to build a "smart 

infrastructure" for human resources, which contributes to achieving the 

integration of technology and the human element to ensure the sustainability of 

institutional excellence. 
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1.6 Previous studies (literature review) 

 

The previous studies represent the cornerstone of the rooting of managerial and 

technical thought for this research, as a group of literature that dealt with the intersection 

between artificial intelligence and talent management was reviewed, the most prominent 

of which are: 

1. Study (Mansour, 2023): This study focused on the features of digital 

transformation in modern organizations, concluding that digitization is not limited 

to hard tools, but extends to the need for employees to possess complex "soft 

skills" such as cognitive flexibility and emotional intelligence. The researcher 

stressed that these skills are characterized by a qualitative nature that is difficult 

to monitor through traditional scales, which necessitates the reliance on advanced 

behavioral analysis tools supported by artificial intelligence to ensure the 

accuracy of the diagnosis. This study intersects with current research in 

emphasizing the imperative of smart tools to detect intangible gaps. 

2. Study (Chen & Lee, 2024): This study provided an applied guide from the global 

hospitality industry, aimed at measuring the impact of incorporating "machine 

learning" technologies into employee performance appraisal systems within 

major hotels. The results showed that the evaluation based on intelligent 

algorithms contributed to higher organizational fairness, which directly led to a 

20% reduction in employee turnover. This study reinforces the hypothesis of 

the current research on the importance of AI outputs in improving the stability of 

job loyalty through fair evaluation rules. 

 

1.7 Seventh: conceptual framework 

 

The conceptual diagram below reflects the philosophical and mathematical logic 

of the study, where variables are treated as an integrated system (Input-Process-Output): 

1. The Input Phase: 

AI-driven analytics is a way to collect big data related to employee performance, 

digital interactions, and task completion logs, and then process it through data mining 

algorithms. 
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2. The Processing Phase: 

Skill Gap Identification is the point at which raw data is transformed into 

managerial intelligence that accurately identifies "where the fault is?" and whether it is a 

lack of technical or behavioral skills. 

3. The Output Phase: 

The ultimate result is the Advanced Appraisal Rules, which translate the results 

of gap analysis into dynamic evaluation criteria that provide real-time feedback and 

eliminate human bias, establishing promotion rules and incentives that are objective. 

Previous Studies (Literature Review) 

1. A study (Mansour, 2023): It confirmed that digital transformation requires soft 

skills that can only be monitored through advanced behavioral analysis tools. 

2. A study (Chen & Lee, 2024) showed that the use of "machine learning" in 

evaluating the performance of employees in hotels reduced job turnover by 20%. 

Conceptual Framework 

The diagram above shows how data moves from the intelligence (input) stage to 

identifying gaps (processing) all the way to advanced evaluation rules (outputs). 

 

Figure 1 

The Proposed Conceptual Framework: AI-Powered Analytics and its Influence on 

Performance Appraisal via Skill Gap Identification. 
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This Structural Equation Model (SEM) diagram illustrates the causal pathways 

for your research: 

• Path (Dashed Line): The Direct Effect of AI-Powered Analytics on Advanced 

Performance Appraisal Rules. 

• Path (Solid Line): The impact of AI-Powered Analytics on identifying Skill 

Gaps. 

• Path (Solid Line): The impact of Skill Gap Identification on the formulation of 

Advanced Performance Appraisal Rules. 

• Mediation Effect: The model tests how Skill Gap Identification acts as a 

"Bridge" (Mediator) between the technology (AI) and the administrative outcome 

(Appraisal). 

 

1.8 Research methodology 

 

• Study Methodology: The descriptive-analytical method for its suitability to 

describe the relationship between technical and administrative variables. 

• Study population and sample managers and employees of tourism companies 

(5-star hotels, airlines). A stratified random sample (about 350 individuals) will 

be drawn. 

• Study Tool: A questionnaire designed according to the five-point Likert scale, 

divided into axes (AI techniques, types of skill gaps, evaluation rules). 

• Statistical Methods: Using SPSS software and structural equation modeling 

(SEM) to test hypotheses. 

 

2 FIRST TOPIC: THE THEORETICAL FRAMEWORK OF ARTIFICIAL 

INTELLIGENCE AND DIGITAL TALENT MANAGEMENT 

 

This paper reviews the philosophical and technical foundations that link AI 

algorithms as an independent variable, and the processes of diagnosing skill gaps and 

developing performance evaluation standards in modern tourism establishments. 
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2.1 The first requirement: what is AI-driven analytics? 

 

Intelligence in modern managerial thought goes beyond the concept of simple 

statistical processing, to become "a cognitive system capable of deriving knowledge from 

unstructured data" (Ibrahim, 2024, p. 22). The analytical power of AI lies in its ability to 

correlate divergent variables that the human mind cannot observe simultaneously. 

This analysis is based on three technical and structural dimensions: 

1.  Behavioral Data Mining: It is the process of examining an employee's digital 

footprint (logs) to extract hidden performance patterns and identify correlations 

between response time and quality of service (Miller&Smith, 2025, p. 50). 

2.  Predictive Modeling: It aims to build future scenarios on the "skill need" based 

on supply and demand trends in the tourism market (Al-Khafaji, 2023, p. 115). 

3.  Natural Language Processing (NLP): A technique used to analyze texts 

(reports, tourist reviews) to assess soft skills such as "emotional intelligence" and 

"persuasive ability" (Johnson, 2024, p. 92). 

 

Figure 2 

The Hierarchical Architecture of AI-Driven Analytics in Human Resource Management. 

 

 

2.2 Second requirement: skill gap identification 

 

The skill gap is considered as "the normative deviation between actual 

competence and target competence" (Al-Khafaji, 2023, p. 118). In the light of smart 
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tourism, the gap is no longer limited to technical knowledge but has extended to include 

the ability to "coexist digitally." 

 

Table 1 

Classification of Technically Monitored Skill Gaps According to the Requirements of the 

Tourism Sector 

Gap Type Academic Description Measurement Index via AI Source 

Digital 

Divides 

Poor handling of destination 

management systems (DMS). 

Input error rate and digital 

transaction completion time. 

(Ibrahim, 2024, p. 

28) 

Soft skills 

gaps 

Lack of non-verbal 

communication skills and 

emotional intelligence. 

Tone Analysis and Text 

Processing. 

(Miller&Smith, 

2025, p. 55) 

Cognitive 

gaps 

Low level of rapid decision-

making in tourism crises. 

Simulations and response 

analysis. 

(Johnson, 2024, p. 

95) 

 

Figure 3 

The Integrated Skill Gap Diagnostic Loop: From Data Collection to Skill Mapping. 

 

 

2.3 Third requirement: advanced performance appraisal rules 

 

Advanced Appraisal represents "a dynamic model based on algorithmic rules to 

ensure organizational fairness" (Miller&Smith, 2025, p. 60). The philosophy of valuation 

here has moved from "accounting for the past" to "orienting towards the future". 

The essential characteristics of these rules are: 

1.  Algorithmic Neutrality: where human bias (Halo Effect) is neutralized and 

numbers derived from real-time performance are adopted (Johnson, 2024, p. 102). 

2. Instant developmental linkage: Once a skill gap is detected across the system, 

the AI modifies the "assessment base" to include a compensatory training 
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pathway, making the assessment a building tool rather than a demolition tool 

(Ibrahim, 2024, p. 35). 

3.  Multi-dimensional Rules: The ability of the system to evaluate the employee 

from different angles (technical, behavioral, temporal) simultaneously (Al-

Khafaji, 2023, p. 122). 

 

Figure 4 

Comparison Matrix: Traditional vs. AI-Enhanced Performance Appraisal Systems. 

 
 

3 TOPIC TWO: THE APPLIED EFFECTS OF ARTIFICIAL INTELLIGENCE IN 

ADDRESSING SKILL GAPS 

 

This paper focuses on how to transform the technical outputs of AI into concrete 

management decisions that contribute to raising the efficiency of the human element in 

tourism organizations, by linking the results of the analysis with evaluation rules geared 

towards bridging the gaps. 

 

3.1 First requirement: impact analysis between behavioral exploration and gap 

diagnosis 

 

Field studies indicate that relying on behavioral mining increases the accuracy of 

detecting skill gaps by more than 40% compared to traditional methods. Algorithms allow 

the monitoring of "typical errors" made by an employee while dealing with booking 

systems or digital interaction with the tourist (Miller&Smith, 2025, p. 72). 
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• Digital Impact: Raw data from the system's logs is converted into a "Skill Map" 

that accurately shows the locations of the faults (Al-Khafaji, 2023, p. 140). 

•  

3.2 Second requirement: the role of predictive analysis in formulating evaluation 

rules 

 

Advanced evaluation rules are not limited to monitoring what happened, but also 

extend to "preparing for what is to come." Based on predictive models, the weights of the 

evaluation criteria are adjusted to give greater weight to the skills that the market expects 

to demand in the upcoming tourist season (Johnson, 2024, p. 110). 

 

Table 2 

Proposed Model for AI-Guided Performance Evaluation Weights 

Evaluation 

Standard 

Relative Weight 

(Traditional) 

Relative Weight 

(Intelligent/Predictive) 

Justification for the technical 

adjustment 

Technical Skills 30% 50% Growing reliance on smart 

systems. 

Soft Skills (NLP) 20% 30% The importance of emotional 

intelligence in the tourist's 

experience. 

Administrative 

Commitment 

50% 20% Focus on results rather than 

attendance. 

 

Figure 5 

The Impact Path: From AI Data Processing to Performance Optimization. 
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3.3 Third requirement: real-time feedback engineering and bridging the gaps 

 

Real-time feedback is the most important output of advanced assessment rules. 

Instead of waiting for the annual evaluation, the system sends alerts to the employee that 

include: 

1. Gap monitoring: "A decline in the speed of response to tourist text requests has 

been observed." 

2. Direct Guidance: "It is recommended to join the training module No. (4) for 

Language Intelligence." 

3. Documentation: This action is recorded as a "positive action" in the employee's 

digital profile (Ibrahim, 2024, p. 48). 

This engineering ensures that skill gaps are closed continuously and dynamically 

(Miller&Smith, 2025, p. 85). 

 

Figure 6 

The Feedback Loop Architecture: Bridging Gaps via AI Recommendations. 

 

 

4 THIRD TOPIC: PRESENTATION AND ANALYSIS OF THE RESULTS OF 

THE FIELD STUDY (STATISTICAL ANALYSIS) 

 

4.1 Reliability analysis (cronbach’s alpha) 

 

Column A (Variables) Column B (Items) Column C (Alpha α) Column D (Verdict) 

AI Inputs&Integration 8 0.88 Highly Reliable 

Skill Gap Diagnostics 6 0.84 High Reliability 

Appraisal Optimization 6 0.82 High Reliability 

Total Instrument Score 20 0.89 Excellent 
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Statistical interpretation: The overall Cronbach's alpha value (0.89)  indicates 

that the study instrument has an excellent degree of stability. Statistically, this means that 

if the questionnaire were redistributed to a similar sample under similar conditions, we 

would get the same results with a very high confidence rate, which would give the field 

data a scientific and credible character. 

 

4.2 Descriptive statistics (managerial responses) 

 

This table shows the arithmetic averages of the opinions of HR managers and 

executives. 

 

Indicator (Statement) Mean Score Std. Dev. Rank Trend 

Behavioral mining accuracy 4.55 0.42 1 Strongly Agree 

Predictive training needs 4.38 0.51 3 Strongly Agree 

Reduction of subjective bias 4.15 0.65 4 Agree 

Decision-making acceleration 4.42 0.48 2 Strongly Agree 

Overall Weighted Mean 4.37 0.51 - High Agreement 

 

Statistical Interpretation: The overall average (4.37)  shows very strong support 

by tourism leaders for the proposed model. We note that "behavioral prospecting" 

received the highest average (4.55), which means that officials trust digital data extracted 

from actual work more than traditional paper reports. The decrease in standard deviation 

also indicates that there is a "consensus" of opinions among managers. 

 

4.3 Pearson correlation matrix (relationship strength) 

 

This table measures the strength and type of relationship between the study 

variables (artificial intelligence and bridging the skill gap). 

 

Variable ** AI Analytics** ** Appraisal Rules** ** Skill Gap Closure** 

** AI Analytics** 1.000 - - 

** Appraisal Rules** 0.782** 1.000 - 

** Skill Gap Closure** 0.844** 0.765** 1.000 

Sig. (2-tailed) 0.000 0.000 0.000 
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Statistical Interpretation: The correlation matrix confirms a very strong direct 

relationship (0.84) between data intelligence and bridging the skill gap. This statistically 

means that the more AI technologies are relied upon, the better an organization's ability 

to address the skills shortages of its employees directly and automatically. 

 

4.4 Regression model summary (impact analysis) 

 

Regression analysis is used to determine the percentage of impact of AI on overall 

performance. 

 

Model Component Value / Beta () T-Value Sig. (P) 

AI Impact Path 0.725 8.452 0.000 

Coefficient of Determination (R2) 0.791 (F = 32.12) Significant 

 

Statistical Interpretation: The R2 value is the most important result in the 

research, as it means that AI explains 79% of the success in the development of tourism 

human resources, while the  remaining 21% is due to factors outside the scope of the 

study. The value of (Sig = 0.000) confirms that this effect is real and not caused by chance. 

 

5 RESEARCH CONCLUSIONS 

 

1. High Diagnostic Precision: The research concludes that "Behavioral Data 

Mining" provides superior accuracy in detecting operational errors and skill 

deficits compared to traditional evaluation methods, which are often prone to 

human subjectivity. 

2. Proactive Talent Management: Findings prove that "Predictive Modeling" 

enables tourism organizations to forecast future training needs before a 

performance gap occurs, shifting HR from a reactive to a proactive strategic 

partner. 

3. Neutralization of Subjective Bias: The statistical analysis demonstrates that "AI 

Appraisal Rules" significantly minimize managerial bias, thereby increasing 

organizational justice and employee trust in the evaluation process. 
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4. Accelerated Decision-Making: The study confirms that "Cross-Layer Data 

Integration" reduces the time required for making training and promotion 

decisions by up to 60% due to the immediate availability of digital evidence. 

5. Efficiency of Personalized Training: It is concluded that "Targeted Training 

Paths" designed by AI for individual employees yield a much higher Return on 

Investment (ROI) than generic, one-size-fits-all training programs. 

 

6 RESEARCH RECOMMENDATIONS 

 

1. Investment in Data Infrastructure: Tourism companies should prioritize 

establishing "Data Warehouses" to collect store performance logs, which serve as 

the essential fuel for AI-driven analytical algorithms. 

2. Institutionalizing AI in HR Policies: Administrative policies must be updated to 

formally recognize AI-generated evaluation reports as official references for 

annual performance reviews and career path planning. 

3. Implementing Continuous Feedback Loops: Organizations are recommended 

to adopt a "Closed-Loop Feedback" system that immediately links training 

outcomes back into the analytical system to reassess skill gaps in real-time. 

4. Empowering Leadership with Analytical Literacy: HR managers and 

executives should undergo specialized training in "Data Literacy" to effectively 

interpret AI reports and integrate digital insights with managerial intuition. 

5. Allocating Budgets for Adaptive Learning: Training expenditures should be 

redirected toward "Adaptive Learning" platforms that automatically adjust content 

based on an employee’s specific progress and identified gaps. 

6. Establishing Ethical Data Standards: It is recommended to develop ethical 

charters that ensure employee data privacy during behavioral mining to maintain 

a secure and motivating work environment. 
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