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Executive Summary

This article is a Statista data page summarizing findings from a 2024 SHRM survey on how HR
departments in the United States are using artificial intelligence within performance management
processes. The page identifies two anchor findings: that the most prevalent Al use case was assisting
managers in providing more comprehensive or actionable feedback to employees, and that the least
prevalent use case was identifying potential bias within performance evaluations. However, the specific
percentage figures for both findings are obscured behind a paywall, represented by asterisks in the
publicly visible text. The underlying data source is attributed to SHRM, published via Statista on June 19,
2025. The page itself functions as a citation reference and data stub rather than a full analytical report. No
methodology, sample size, margin of error, or broader breakdown of intermediate use cases is visible in

the accessible portion of the content, significantly limiting the interpretive value of the material in its current

form.

Key Insights

1. The most common Al application in HR performance management in 2024 was supporting
managers in generating more comprehensive or actionable employee feedback.

2. Bias detection within performance evaluations was the least adopted Al use case among HR
professionals surveyed.

3. The data originates from a SHRM survey of U.S. HR professionals, suggesting practitioner-level
adoption patterns rather than experimental or aspirational use cases.

Practical Takeaways

* Al adoption in performance management appears concentrated in feedback augmentation rather than

fairness or bias-related functions, indicating a gap between equity-focused Al potential and current HR
practice.

* The low uptake of Al for bias identification in evaluations signals that organizations have not yet
prioritized or operationalized this capability, despite ongoing discourse around fairness in performance
systems.

Critical Analysis
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Strengths: The data source is SHRM, a credible and widely cited HR professional body, lending
institutional authority to the findings. The Statista presentation format provides standardized citation
metadata. Limitations: The core statistics are paywalled and replaced with asterisks, rendering the article
analytically unusable without a paid subscription. No sample size, methodology, confidence intervals, or
guestion wording are disclosed in the accessible content. The full ranking of Al use cases between the top
and bottom items is entirely hidden. Biases: SHRM surveys are self-reported by HR professionals, which
may overstate adoption or reflect social desirability bias. The survey population is limited to U.S. HR
professionals, constraining generalizability. As a Statista listing, the page is designed to drive subscription
conversions, which structures what information is freely available.

Organizational Practice

HR departments in the U.S. are using Al within performance management, primarily to help managers
deliver more comprehensive or actionable feedback to employees. Bias identification in performance
evaluations represents the least commonly reported Al application among surveyed HR professionals.

Strategic Implications

The concentration of Al adoption in feedback generation rather than bias detection suggests that current
Al deployment in performance management prioritizes managerial efficiency over systemic fairness. This
pattern may reflect either a lack of available tools for bias detection, insufficient organizational awareness,
or deliberate prioritization choices — the data as presented does not disambiguate these possibilities. The
gap between the most and least adopted use cases points to an uneven maturation of Al applications
across the performance management function.
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