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embracing the challenges of the digital age.
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To the millions of workers worldwide whose resilience and adaptability
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And to our families, friends and mentors – whose support and encouragement
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FOREWORD

As the landscape of Human Resource Management (HRM) evolves at an
unprecedented pace, The Future of HRM in a World of Persistent Virtual
Reality stands as a groundbreaking exploration into one of the most trans-
formative developments in our field. With over 20 years of experience in HR
and consulting across diverse sectors such as hospitality, manufacturing,
aviation, SAS and IT, I am delighted to present this insightful work.

In my international career, I have observed firsthand how technological
advancements are not just augmenting but fundamentally reshaping HR
practices. Virtual reality (VR) is one such advancement that holds exceptional
promise for revolutionising how organisations approach HRM. This book
addresses the profound implications of VR, a technology that I have seen
fundamentally alter how companies manage talent, enhance training and drive
performance. The integration of VR into HRM is not merely an innovation
but a strategic evolution. From my work consulting with organisations, it is
evident that VR’s immersive capabilities can transform traditional HR func-
tions. For instance, VR’s ability to create highly realistic training environments
offers employees unparalleled opportunities for experiential learning. This not
only enhances skill acquisition but also improves retention and application of
knowledge in real-world scenarios. Moreover, VR presents a compelling tool
for advancing diversity and inclusion. By providing unbiased, consistent
experiences, VR can mitigate unconscious biases in recruitment, training and
evaluation processes. This aligns with the growing demand for more equitable
HR practices, reflecting a critical shift towards inclusivity that I have
championed in my consulting work.

Performance management, a cornerstone of effective HRM, is another area
where VR’s impact is profound. Traditional performance evaluation methods
often struggle with objectivity and engagement. VR’s ability to simulate various
scenarios andprovide real-time, interactive feedback can lead tomore precise and
actionable performance assessments. This dynamic approach supports a more
responsive and effective performance management system, something that is
increasingly essential in today’s fast-paced work environment. The economic
implications of VR for HRM are also noteworthy. While the initial investment
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may be significant, the long-term benefits – ranging from improved employee
engagement to enhanced organizational efficiency – offer substantial returns.My
consulting experience has consistently shown that strategic investments in tech-
nology lead to significant benefits, making VR a sound investment for
future-focused HR departments.

That being said, as the possibilities of VR are explored, it is crucial to
recognise its limitations and approach its integration with a balanced
perspective. While VR presents exciting opportunities, the challenges associ-
ated with its implementation cannot be overlooked. I acknowledge that one
significant limitation is the substantial initial investment required for VR
technology. The costs associated with acquiring VR equipment, developing
content and maintaining the technology can be considerable. This financial
commitment may present a barrier for many organisations, particularly those
with constrained budgets. Despite the promising benefits, it is essential for
organisations to carefully evaluate their readiness and capacity to invest in VR,
ensuring that the technology aligns with their strategic goals and offers a
sustainable return on investment.

Likewise,whileVRprovides immersive and interactive training experiences, it
is important to acknowledge that these simulations may not fully replicate the
complexities of real-world interactions. VR environments, despite their sophis-
tication, can sometimes fall short in capturing the nuanced dynamics of human
behaviour and workplace scenarios. This limitation underscores the necessity of
integrating VR with traditional methods of training and performance manage-
ment to ensure a comprehensive approach. Another aspect to consider is the
adaptability of VR systems to diverse organizational contexts. The effectiveness
of VR in enhancing performance management can vary depending on how well
the technology is tailored to specific needs and goals. Organisations must be
prepared to continuously assess and adjust their VR implementations to align
with evolving requirements and to complement other performance management
practices effectively.

As readers delve into the pages of this book, I encourage you to approach it
with both curiosity and critical thinking. The Future of HRM in a World of
Persistent Virtual Reality offers valuable insights into how VR can reshape HR
practices, but it is equally important to explore the limitations and challenges
discussed. Understanding the full spectrum of VR’s impact will enable you to
make informed decisions about how to leverage this technology effectively in
your own organizational context.

In examining the transformative potential of VR, this book provides a
balanced view that considers both the opportunities and the constraints of this
technology. As you explore its chapters, you will gain a deeper understanding of
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howVR can be harnessed to drive innovation inHRMwhile also recognising the
need for careful implementation and integration.The Future of HRM in aWorld
of Persistent Virtual Reality is an essential read for HR professionals, business
leaders, and technology enthusiasts. It is a thought-provoking resource that will
help you navigate the complexities of VR in HRM and inspire you to consider
how this technology can be strategically applied to meet your organisational
needs. I trust that this book will not only inform but also challenge you to think
critically about the role ofVR in shaping the future ofHRM.Embrace the insights
it offers, consider the limitations discussed and explore how VR can be strate-
gically applied to drive innovation while being mindful of its constraints.

With best wishes
Gifty Parker

Faculty at University Canada West j Founder, CEO at
PARKER HR Solutions
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PREFACE

The digital age has heralded an epoch of disruptive change where the tangi-
bility of the physical and intangibility of the virtual world are blurring further
and further. Virtual reality (VR) stands right at the threshold of this change,
where it has already started to redefine the topography of HRM. As organi-
sations grapple with both the challenges and opportunities presented by VR, it
becomes paramount to explore ways in which this technology can be har-
nessed in various HR functions ranging from recruitment and onboarding to
training, development, and employee engagement.

These leading scholars and practitioners come together to examine the
many dimensions of how VR impacts HRM. This edited volume provides
comprehensive exploration in terms of how VR is going to transform HR
practices, offering insights into theoretical and applied issues.

The book opens with a review of theoretical perspectives on VR in HRM,
thus setting the ground for an in-depth understanding of the impact that
immersion technologies may have on organisational practices. In this work,
consecutive areas will be reviewed, among which is virtual academic entre-
preneurship – where VR assumes a lead role in developing soft skills and
fostering entrepreneurial mindsets. It also deeply explores the very critical
process of virtual onboarding with a model that charts the phases necessary to
create an immersive and effective onboarding experience.

The following chapters, therefore, deal with the strategic integration of VR
in HRM, both opportunities and challenges. This book will show how VR can
change the game with respect to recruitment, training and engagement but
highlight also that managing the process of change well will be necessary if its
full benefits are to be realised.

The contributors to this volume articulate quite clearly that the integration
of VR into HRM is not without its challenges. These are from cultural
alignment and development of digital organisational culture to complexities
involved in implanting and implementing VR-based training and development
programmes. These chapters provide very important insights for HR pro-
fessionals, organisational leaders and scholars who would like to navigate the
complexities of VR in the workplace.
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The book not only mirrors current tendencies but looks into the future of
HRM in a VR-enhanced, pervasive world. We truly believe that this volume
may prove helpful for those intending to understand the potential of VR and
help in facilitating its use within their human resources practice so that
organisations will be better suited to thrive in the digital age.

-Dr Dinesh Kumar, Dr Nidhi Suthar, Dr Hamed Taherdoost
& Dr Mitra Madanchian

Editors
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1

THEORETICAL PERSPECTIVES ON VIRTUAL
REALITY IN HR

DINESH KUMAR

Woxsen University, India; Lovely Professional University, India

ABSTRACT

This chapter focuses on the integration of virtual reality (VR) into human
resource management (HRM), with a special emphasis on theoretical
underpinnings that support its adoption and utilisation. The speed at
which technology is improving has placed VR as potentially
game-changing for the field of HRM. This chapter reviews a number of
theoretical models, including the Technology Acceptance Model, Unified
Theory of Acceptance and Use of Technology, Diffusion of Innovations
Theory and Social Cognitive Theory, in an attempt to make the frame-
work as exhaustive as possible in the quest to unravel the ingredients that
influence the acceptance of VR in HRM. This chapter discusses the
practical implications of VR on the enhancement of organisational effi-
ciency and employee well-being, based on a literature review of empirical
studies that shed light on the challenges for VR applications due to
technical limitations, ethical concerns and people’s resistance to change.
It concludes by indicating the literature gaps and proposing some future
lines of research for the use of VR in HRM.

Keywords: Virtual reality; human resource management; Technology
Acceptance Model; employee training and development; organisational
efficiency; ethical concerns in VR
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INTRODUCTION

The high speed of technology advancements has made substantial changes in
various domains including human resource management (HRM) (Ayorinde
et al., 2024; Best et al., 2010; Halili, 2019; Kumar et al., 2023; Kumar &
Suthar, 2024; Madancian et al., 2023; McDonald et al., 2015; Ogbeibu et al.,
2024; Sharma, 2022). These advancements quickly change the conventions in
HRM (Abasaheb & Subashini, 2024; Dutta & Mishra, 2024; Mohammad
Saif & Islam, 2024; Ogbeibu et al., 2024). Virtual reality (VR) is one such
technology advancement. VR refers to a computer-generated, immersive,
three-dimensional simulation experience where one can perform actions in an
environment that seems either real or physical, through special electronic
equipment, such as headsets with dual screens or gloves equipped with sensors
(Gigante, 1993; Kardong-Edgren et al., 2019). This immersive technology can
provide new, distinctive ways to better the experiences of employees, enhance
training and development programmes and strengthen recruitment and selec-
tion processes.

Adoption of VR in HRM has been on the rise with the goal of fighting
several challenges and improving organisational efficiency (Bharambe et al.,
2021; Najam et al., 2022; Setianingrum et al., 2023). For example, VR-based
training programmes provide a very safe and controlled environment to help
employees learn and practice new skills (Akdere et al., 2022; Rey-Becerra
et al., 2023). It reduces the risks and related costs associated with conventional
methods of training. Similarly, it can aid in better recruitment, where the
candidate can get a realistic job preview, assess person-job fit, etc. and go
through experiences of interaction with would-be colleagues in a virtual
environment (Durana et al., 2022). Furthermore, some VR applications to
employee engagement and well-being programmes offer promising ways of
creating real presence and community within remote or dispersed teams.

The main aim of this chapter is to investigate and define theoretical views
upon which the use of VR in HRM depends. Through the literature review and
theoretical constructs, this chapter seeks to develop a comprehensive view of
how VR technology can be fruitfully applied in HR practices. This chapter will
turn to the consideration of a variety of theoretical models, including Tech-
nology Acceptance Model (TAM) (Davis et al., 1989), the Unified Theory of
Acceptance and Use of Technology (Venkatesh & Zhang, 2010), Diffusion of
Innovation Theory (Dibra, 2015; Garcı́a-Avilés, 2020; Miller, 2015), and
Social Cognitive Theory (Bandura, 2001; Luszczynska & Schwarzer, 2015;
Schunk & DiBenedetto, 2020). These models explain the factors that influence
the adoption and utilisation within the HRM of VR.
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This chapter will also examine conceptual models and frameworks devel-
oped for specific HR applications of VR such as training and development,
recruitment and selection, employee engagement and well-being. Based on the
empirical studies and findings, this chapter presents the practical implications
and outcomes of the implementation in HRM. The challenges and critiques
associated with the adoption will be based on technological limitations, ethical
issues and resistance to change that VR might offer.

In this way, this chapter provides a wide perspective on theoretical and
empirical insights that can support and enrich the understanding of VR in
HRM on the side of HR practitioners, researchers and scholars. The presented
work has the intention of providing additional value, in relation to a debate
about how to integrate new technologies into HRM, and their possible con-
tributions to work design, by pointing to the gaps in the literature and giving
indications for further research.

THEORETICAL FOUNDATIONS

This section touches on some of the theoretical bases that may be harnessed to
understand the acceptance and implementation of VR in HRM. Some of these
theories are the TAM, Unified Theory of Acceptance and Use of Technology,
Diffusion of Innovations Theory, Social Cognitive Theory, all of which give
insight into factors that influence acceptance and effective use of VR tech-
nology in human resource (HR) practices.

Technology Acceptance Model

Perhaps one of the most used models to describe users’ acceptance of tech-
nology is the TAM, proposed by Davis back in the year 1989. TAM posits two
main factors: perceived usefulness and perceived ease of use as key elements
which influence a person’s intention to use any given technology. Perceived
usefulness is the degree to which a person believes using a particular system
will improve their job performance. Perceived ease of use refers to the degree
by which a person believes that using a certain system will not require much
effort. In the HRM context, it models how HR professionals and employees
perceive benefits of VR in the improvement of HR functions. Knowledge of
these perceptions may be used in the design and implementation of VR
applications in order to gain maximum acceptance and effectiveness.

Theoretical Perspectives on Virtual Reality in HR 5



Unif ied Theory of Acceptance and Use of Technology

Based on Venkatesh et al. (2003), the Unified Theory of Acceptance and Use of
Technology is built on elements that have formed the base of some previous
models of technology acceptance, such that it might explain comprehensively
how technologies are adopted. It specifies four key constructs: performance
expectancy, effort expectancy, social influence and facilitating conditions.
Performance expectancy refers to the degree by which a person believes using
the technology will help the user attain gains in job performance. The effort
expectancy is defined as being the degree of ease associated with the use of the
technology. Social influence denotes the degree to which an individual per-
ceives that important others believe they should use the technology. Facili-
tating conditions refer to the degree to which an individual believes that an
organisational and technical infrastructure exists to support the use of the
technology. By applying theory in VR within HRM, it would be much easier
for HR professionals to understand factors that influence the adoption and
continued use of VR applications. For instance, when workers expect that VR
is going to drastically improve their training outcomes – performance expec-
tancy – and that it’s easy to use – effort expectancy – then they will be more
likely to adopt the technology. Next, positive social influences and strong
facilitating conditions will further increase the willingness to accept VR in HR
practices.

Dif fus ion of Innovat ions Theory

The theory of the Diffusion of Innovations, proposed by Rogers in 1962,
explains how, why and at what rate new ideas and technologies spread
through cultures. In this theory, diffusion is determined by factors such as the
innovation’s relative advantage, compatibility, complexity, trialability and
observability. Relative advantage refers to the degree by which an innovation
is perceived as being better than the idea it replaces. In general, compatibility
refers to the degree by which an innovation is perceived to be in line with the
existing values, past experiences and needs of the potential adopters. On the
other hand, complexity is an invention considered to be difficult to understand
and apply. Trialability regards the degree to which an innovation may be
experimented with on a limited basis, while observability refers to the degree
to which the results of an innovation are visible to others.

Such knowledge in the domain of VR in HRM can, therefore, enable HR
designers to take advantage of the factors that influence adoption and thus
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design and implement VR initiatives that have a likelihood of being more
easily adopted by employees. For instance, relative advantages, which entail
the benefits of using VR training compared to other ways of training, are
emphasised. Besides, the HR practice ensures that there is compatibility and
trialling of VR applications by the employees, thus increasing its likelihood of
adoption.

Social Cogni t ive Theory

The Social Cognitive Theory places central emphasis on observational
learning, imitation and modelling in changing behaviour (Bandura, 1986).
This theory postulates that people learn through observing the behaviours of
others and their consequences.

The Social Cognitive Theory in VR in HRM explains how, through VR
simulation and training programmes, employees learn and adopt new
behaviours. For example, in VR, it is possible to set environments to simulate
scenarios in which employees observe and enact target behaviours in a
completely risk-free environment. In case of success in enacting the target
behaviour, one’s sense of self-efficacy will be enhanced, promoting behaviour
change. Informed by the understanding of how the Social Cognitive Theory
works, HR professionals can build VR-based interventions that facilitate
learning and behavioural change.

HOW VR CAN HELP IN HRM?

This section will try to find out the answer of the research question, ‘How VR
can help in HRM?’

Training and Development

VR seems set to redefine training and development programmes by engaging
learners in immersive and interactive learning (Ahmed & Sutton, 2017; Checa
& Bustillo, 2020; Mantovani, 2001). Not surprisingly, discussions of
VR-based learning conceptual models typically begin with theories that claim
explanations of experience in learning, and among these, the most common is
often experiential learning theory (Kolb et al., 2014; Tembrevilla et al., 2024;
Yardley et al., 2012). Via VR, employees are stimulated to engage in a lifelike
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simulation, practice their skills and receive immediate feedback, which greatly
enhances the outcomes of learning. This segment includes discussion of three
primary components from virtual environments that enable learning:
instructional design, user engagement and assessment methods.

Recrui tment and Select ion

This application of VR in recruitment and selection processes exposes a host of
opportunities for improving candidate appraisal and realistic job previews.
Traditional methods normally fail to convey the nature of jobs and work envi-
ronments that lead to mismatches between candidate expectations and job real-
ities (Solihah et al., 2024). It helps bridge this gap by putting candidates inside the
job through immersive, virtual work simulations so they will better understand
the job tasks and company culture and increase the quality of the hires. This
involves integrationwith virtual job interviews, job simulations and gamification
of job analysis. VR job interviews allow candidates the platform to be exposed to
digital avatars of interviewers within a stimulated office environment (Menon,
2021). This can reduce stress levels and builds real-time situational judgement
tests in an effort to assess behaviour and decision-making. Job simulations let
candidates go through tasks encounteredon the jobandallowhands-on skills and
ability testing for amoreprecise evaluation than conventionalways (Cucina et al.,
2015; Schmitt &Mills, 2001; Villani et al., 2017). Gamification is the process of
creating engaging, activity-based simulation exercises which would replicate the
real job-related responsibilities, and it is fun and, at the same time, very useful in
effectively assessing competencies such as teamwork, leadership and adaptability
(Kumar et al., 2021; Murawski, 2021; Vardarlier, 2021).

The benefits associated with VR-based recruitment are immense. Candidate
experience improves, and the best talent gets attracted through engaging and
interactive assessment. VR enhances the accuracy and objectivity of assess-
ment by minimising bias, ensures standardised evaluation and thereby pro-
motes fairness and equality. The challenges that the process presents are
related to the very expensive technology of VR, technical expertise required
and accessibility to all candidates. These will have to be addressed by orga-
nisations through detailed needs analyses, running pilot programmes first,
investing in quality VR content, training HR staff and ensuring inclusivity and
ethical design in VR practices. By using such best practices, enterprises can
effectively incorporate VR into their recruitment strategy and be at the fore-
front of competition in selecting some of the finest talents.
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