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Abstract:

This research investigates the transformative effects of Artificial Intelligence (AI) and automation on Human Resource (HR) practices in modern organizations. As
digital technologies rapidly advance, HR departments are increasingly integrating Al tools to streamline operations such as recruitment, performance management,
employee engagement, and workforce planning. The study aims to assess both the advantages and limitations of Al adoption in HR, with a particular focus on how

it influences operational efficiency, decision-making quality, employee satisfaction, and cost-effectiveness.

To achieve this, the research adopts a mixed-methods approach combining quantitative analysis through structured surveys with qualitative insights from in-
depth interviews. The survey collected data from 40 HR professionals across various industries, while five experienced HR managers were interviewed to gain
contextual understanding and practical perspectives. The quantitative findings suggest that Al significantly improves recruitment speed and accuracy, enhances
data-driven decision-making, and reduces administrative burdens—especially in repetitive tasks like payroll processing, resume screening, and attendance tracking.
Over 65% of respondents perceived Al-based performance reviews as more accurate than traditional evaluations, while more than 70% reported overall gains in
HR efficiency.

However, the qualitative insights reveal that the adoption of AI in HR is not without challenges. Interviewed professionals expressed concerns regarding
algorithmic bias, data privacy, lack of transparency, and a skills gap among HR staff. Many emphasized the importance of human oversight, especially in areas
involving sensitive or subjective judgment, such as promotions, conflict resolution, and employee feedback. Furthermore, a large portion of respondents believe

that Al should serve as a supportive tool rather than a replacement for human decision-making in HR.

The study concludes that while AT and automation offer vast potential to enhance HR operations, their effectiveness largely depends on thoughtful implementation,
ethical design, adequate training, and clear communication strategies. Organizations must address cultural and psychological barriers, invest in digital literacy, and
ensure the responsible use of employee data. The report provides practical recommendations for HR leaders to balance technological innovation with the human
element and suggests areas for future research, such as long-term impacts of Al on HR job roles, its integration in small and medium enterprises, and cross-cultural

variations in Al adoption.

In summary, this research contributes to a deeper understanding of how Al is reshaping HR practices, offering a comprehensive perspective for scholars,

practitioners, and policymakers aiming to align digital transformation with inclusive and effective people management.

1. Introduction
1.1 Background of the Study

Over the past few years, technology has started playing a bigger and more important role in how businesses operate. One area where this change is
happening quickly is Human Resources (HR). Traditionally, HR has been all about people—handling hiring, training, employee welfare, and
performance management. But with the rise of Artificial Intelligence (AI) and automation, many HR tasks that used to be manual are now being
handled by smart machines and software.

For example, instead of HR staff going through hundreds of resumes, an Al-powered system can scan them and shortlist the most suitable candidates in
minutes. Chatbots can now answer employee questions any time of the day. Automated systems can track attendance, process payroll, and even provide

feedback on employee performance using data.

This shift is helping HR departments become faster and more efficient, but it's also creating new challenges. Some people worry that machines might

replace human interaction in HR. Others are unsure whether Al can make fair decisions or handle sensitive information responsibly.
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Because of these changes and concerns, it has become very important to study how Al and automation are affecting HR work—both in a positive and
negative way. This study aims to explore that impact in detail.

1.2 Research Problem

Although companies are starting to use Al and automation in their HR departments, there is still a lack of clear understanding about how effective these
technologies really are. Are they truly helping HR staff work better and faster? Do employees feel more satisfied or more disconnected when dealing
with machines instead of people? Is automation actually saving money, or are there hidden costs?

There are also questions about how ready organizations are to adopt these new tools. Do HR professionals have the right training and skills to use AI?
Are the systems trustworthy and unbiased? These are the main problems this study wants to investigate.

1.3 Objectives of the Study

This study has several goals. These include:
1. To understand how AI and automation are changing HR tasks — such as hiring, performance reviews, and employee engagement.
2 To find out if using AI makes HR work more efficient — by saving time, reducing errors, and speeding up decision-making.
3. To explore how employees and HR staff feel about using AI — whether they trust it, find it useful, or feel disconnected.
4.  To measure cost savings and operational benefits — like reduced administrative expenses or better workforce planning.
5 To provide helpful insights for managers and HR leaders — so they can make better decisions when using Al in their departments.

1.4 Significance of the Study

This study is important because it deals with changes that are happening right now in the workplace. As more and more companies adopt new technology,
HR departments need to keep up. The results of this research will help:

®  HR professionals understand how Al tools can improve their work or what challenges to expect.

®  Managers and business leaders make smarter choices about investing in technology for HR.

®  Employees feel more informed and prepared to work in a tech-driven environment.

®  Researchers and students who are interested in how technology is changing the world of work.

In short, this study provides knowledge that can guide companies to use Al and automation in HR the right way—keeping both efficiency and the human
touch in balance.

1.5 Scope and Limitations

This study focuses mainly on medium to large organizations that have already started using Al and automation in some areas of their HR operations.
It looks at key HR functions like recruitment, performance evaluation, employee engagement, and cost management.
The research includes both quantitative data (from surveys) and qualitative insights (from interviews) to provide a full understanding of the topic.
However, there are some limitations:

®  The sample size is limited to 150 HR professionals, so the results might not apply to all industries or small businesses.

®  The study uses non-random sampling, which means it may not fully represent the views of all HR professionals.

®  Some of the data is self-reported, which means answers could be biased or too positive.

®  The research only covers a short time period, so it might not capture long-term changes or impacts.
Even with these limitations, the study offers valuable insights and opens the door for more research in the future.

2. Literature Review

The literature review looks at what other researchers, scholars, and professionals have already said and discovered about the use of Artificial Intelligence
(Al) and automation in Human Resource (HR) practices. This section helps us understand the background of the topic, shows where gaps in knowledge
still exist, and builds the foundation for our own research.

2.1 Defining Artificial Intelligence and Automation in HR

Artificial Intelligence (AI) refers to the ability of machines or computer systems to perform tasks that normally require human intelligence. This can
include things like decision-making, understanding language, analysing data, and learning from patterns. In HR, Al is used to do things like screen

resumes, analyze employee feedback, predict who might leave the company, and give performance suggestions.

Automation, on the other hand, is when tasks are carried out with little or no human involvement. In HR, automation is used for things like sending
onboarding emails, calculating salaries, keeping attendance records, or setting up interviews automatically. It helps reduce errors, saves time, and frees
HR professionals to focus on more important tasks like employee development and strategic planning.
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Together, Al and automation allow HR departments to operate more efficiently, improve decision-making, and respond to employee needs faster than
ever before.

2.2 Evolution of HR Technology

HR technology has come a long way. In the past, most HR tasks were done manually—using paper files, spreadsheets, and a lot of time. Over time,
organizations moved to using software for storing employee records, handling payroll, and managing leave.

As technology continued to advance, cloud-based HR systems became popular. These allowed HR professionals to access data anytime, anywhere.
Then came the rise of Al, machine learning, and smart algorithms. These tools made it possible to process massive amounts of information quickly and
even make predictions—Ilike which employees are most likely to perform well or leave the company.

We are now in the phase where Al and automation are integrated into almost every part of HR. From chatbots that answer employee questions instantly,
to automated scheduling tools, to systems that analyse team performance, HR technology has become more intelligent and strategic than ever before.

2.3 Previous Studies on Al in HR

Many researchers have looked into the impact of Al and automation on HR, and most agree that these technologies are reshaping how HR functions.

o  Efficiency and Speed: Studies show that Al tools can significantly reduce the time spent on repetitive tasks like resume screening or
scheduling interviews. For example, Al-powered recruitment software can scan thousands of resumes and identify the best candidates in a
matter of seconds.

®  Cost Savings: Automation helps reduce the need for manual labor in HR, which can lower administrative costs. Some companies reported
cutting HR-related costs by 30-40% after adopting Al tools.

e  Employee Experience: Research shows that employees appreciate fast responses and personalized recommendations, which Al can provide.
However, some employees are still unsure about talking to chatbots or getting feedback from a system rather than a person.

®  Concerns and Challenges: Some studies point out that Al systems can unintentionally introduce bias (if not designed properly), and that
employees may not fully trust Al decisions, especially in areas like performance reviews or promotions.

Opverall, past studies highlight both the benefits (like speed, accuracy, and convenience) and the risks (like trust issues, bias, and loss of human
connection) of using Al in HR.

2.4 Theoretical Framework

This part explains the theories that support this research. A theoretical framework helps us understand why we expect certain things to happen when Al
and automation are introduced into HR.
Some key theories relevant to this study include:
®  Technology Acceptance Model (TAM): This theory says that people are more likely to use a new technology if they think it's useful and
easy to use. In HR, if Al tools are simple to use and clearly help the department, HR staff are more likely to adopt them.
®  Resource-Based View (RBV) of the Firm: This theory suggests that companies gain a competitive edge by using unique and valuable
resources. In this case, using advanced Al and automation in HR can be a unique strength that helps a company grow faster and perform better.
®  Human Capital Theory: This theory views employees as valuable assets. If Al can help HR better manage talent—by predicting needs,
improving training, or increasing retention—it directly contributes to building stronger human capital.
These theories support the idea that Al and automation, if used properly, can significantly enhance HR outcomes and overall business performance.

2.5 Conceptual Framework

A conceptual framework is a visual or written representation of how the main ideas in your research are connected. It shows the relationship between
inputs (causes) and outputs (effects).
In this study, the framework includes:
® Independent Variables: These are the factors you change or introduce. In this case, it’s the use of Al and automation in different HR areas
like recruitment, performance management, and employee engagement.
Dependent Variables: These are the results you observe. Here, it includes things like HR efficiency, employee satisfaction, and cost reduction.
Moderating Variables: These are factors that can influence the strength or direction of the relationship. For example, how experienced the
HR staff is with technology, or how big the organization is.
The conceptual framework helps guide the research by clarifying what exactly is being studied and what kind of relationships are being tested. It also
helps the reader understand the logic behind the research questions and hypotheses.
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3. Research Questions and Hypotheses

This part of the study clearly defines the main questions the research is trying to answer and the specific assumptions (hypotheses) that are being tested.
It also explains the expected connections between the introduction of Al and automation in HR and the outcomes like efficiency, cost, and employee
satisfaction. Having strong research questions and hypotheses ensures that the study stays focused and provides useful insights.

3.1 General Research Questions

General research questions help us understand the broad goal of the research. These questions aim to explore how Artificial Intelligence (Al) and
automation are changing HR as a field. They are not focused on just one specific area like recruitment or training but instead look at the big picture.
Here are the general questions this study asks:
®  What is the overall impact of Al and automation on HR practices?
This question looks at how technology is changing the way HR departments function overall—whether it makes them faster, more accurate,
or more effective.
®  How do HR professionals feel about using Al in their work?
This question explores the attitudes, opinions, and acceptance of HR staff toward Al tools. Are they excited, unsure, or resistant? Do they find
these tools helpful?
These general questions provide the foundation for the entire study. They help in understanding the broad effects of technology in HR from both a
technical and human perspective.

3.2 Specific Hypotheses

While general questions are important, they’re too broad to measure directly. So, to test the ideas scientifically, we break them down into specific,
testable statements called hypotheses. Each hypothesis looks at one part of HR work—Ilike recruitment, employee satisfaction, or cost savings—and
predicts what effect Al or automation might have.
Here are the specific hypotheses used in the study:
®  HI: The use of Al in HR increases operational efficiency.
This means that tasks are done faster, more accurately, and with fewer errors when Al is used—for example, using Al to screen resumes or
handle employee requests.
e  H2: Al in HR improves employee satisfaction.
This suggests that when Al is used to manage feedback, answer questions quickly through chatbots, or support learning, employees feel more
supported and happier at work.
®  H3: Automation significantly reduces HR administrative costs.
This means that by using automation for things like payroll, attendance, and benefits, companies can save money by needing fewer human
hours or reducing errors.
Each hypothesis focuses on a clear outcome, so we can collect data, test whether it's true or false, and understand where Al is making the biggest
difference.

3.3 Expected Relationships

This section explains what kind of outcomes we expect based on the research hypotheses and existing studies. In other words, it’s about the cause
and effect relationships that the study aims to explore.
Some expected relationships include:
® Al and Automation — Better Efficiency
Since machines don’t get tired and can process data quickly, it's expected that HR processes like hiring and employee support will be faster
and more efficient.
® Al Tools — Higher Employee Satisfaction
If employees get faster responses from chatbots or more personalized learning experiences, they are likely to feel more valued and satisfied.
®  Automation — Lower Administrative Costs
When tasks are automated, there is less need for manual labor, which can reduce the number of staff needed for routine processes, saving the
organization money.
®  Training and Trust — Better Al Integration
If HR professionals are properly trained and trust Al tools, they are more likely to use them effectively, leading to better results.
These relationships help predict what will happen when Al or automation is introduced into different HR functions.

3.4 Logical Connection Between Questions and Hypotheses
This part explains how everything connects logically—from general ideas to specific predictions. It shows that the study is not just random but follows

a clear structure based on reasoning and evidence.
Here’s how the logic flows:
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We start with the general research questions—broad ideas like “What is the impact of Al in HR?”
Then we break these down into specific hypotheses that focus on individual areas of HR (e.g., hiring, costs, employee satisfaction).
Next, we look at expected relationships—what we think will happen based on previous research or logic (e.g., Al saves time, makes
employees happier).
®  All these parts are connected through variables:
O  Independent Variables: Things we change or observe, like using Al tools or automation software.
O  Dependent Variables: The outcomes we measure, like satisfaction, cost, or efficiency.
O  Moderating Variables: Other factors that might influence the outcome, such as the size of the company or how familiar HR staff
are with technology.

The logical connection makes sure the study is built on strong reasoning. If the hypotheses are proven true, they help answer the big questions about the
role and effectiveness of Al in HR. If they’re not, they still give us valuable insight into where technology might need improvement or where it might
not work as expected.

4. Research Methodology

This section explains how the research was conducted from start to finish. It includes the type of research approach used, who the study focused on, how
data was collected, which tools were used, and how the results were analysed. A strong research methodology is essential because it ensures the research
is reliable, valid, and repeatable. It also helps readers understand how the conclusions were reached.

4.1 Research Design

The research used a mixed-methods design, combining exploratory and descriptive research approaches.
®  Exploratory Design:
This was used at the beginning of the study to explore the topic and gather initial ideas. For example, the researcher looked into general trends
and challenges by reviewing past studies and talking informally with HR professionals. This helped identify the key areas to focus on.
®  Descriptive Design:
This part of the research focused on collecting specific data and analyzing measurable outcomes. It was used to find out how much Al has
improved HR processes, saved costs, or influenced employee satisfaction.
Why this design?
Using both exploratory and descriptive methods gave the research both depth and breadth. It allowed the researcher to understand the "what"
(descriptive) and the "why" or "how" (exploratory) of AI’s impact on HR practices.

4.2 Population and Sampling

®  Population:
The population refers to the group of people the research is interested in studying. In this case, it includes HR professionals—such as
managers, officers, and HR executives—who work in medium to large organizations where Al and automation tools are likely being used.

®  Sampling Technique:
The study used a non-probability purposive sampling method. This means the researcher selected people on purpose because they had
specific knowledge or experience with Al and automation in HR. The sample was not random, but it was targeted to ensure quality and
relevance.

o  Sample Size:
Actotal of 150 HR professionals were selected. The participants had at least two years of experience in HR and came from various industries.
This was enough to gather meaningful insights while keeping the project manageable.

®  Why This Approach?
This sampling method made sure that only experienced and relevant individuals participated—people who could provide real and useful
feedback based on their actual work experience with Al in HR.

4.3 Data Collection Methods

The research used two main methods to collect data: online surveys and interviews.
®  Online Survey:
The main tool used was a self-administered questionnaire distributed through Google Forms. It was shared via email and professional
platforms like LinkedIn and HR forums. The survey included multiple-choice, Likert scale, and some open-ended questions.
O  The survey asked about topics like:

®  Use of Al tools (like chatbots, analytics, automation software)
®  Perceived improvements in efficiency and cost-saving
®"  Employee and HR staff satisfaction with these tools
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® Interviews:
In addition to the survey, five HR managers were interviewed in-depth through video calls. These interviews provided qualitative data—
meaning detailed explanations, opinions, and real-life stories about using Al in HR.

®  Why Use Both?
Surveys gave the researcher quantitative data (numbers, ratings, measurable responses), while interviews gave qualitative insights
(emotions, context, detailed reasoning). Together, they painted a full picture of the situation.

4.4 Instruments and Tools Used

This section explains the actual tools used to collect and organize the data:
(] Questionnaire (Survey Tool):
O Included demographic questions (age, role, years of experience)
O  Contained Likert-scale items (e.g., “Al has improved recruitment efficiency — Agree/Disagree”)
O  Had open-ended questions for comments and suggestions
O  Designed to be user-friendly and short enough to encourage responses
® Interview Guide:
O A semi-structured interview script was used
O Questions focused on deeper topics like trust in Al, resistance to technology, and real challenges faced
®  Technology Platforms:
O  Google Forms was used for the survey
O  Zoom/Google Meet were used for interviews
O  Microsoft Excel and SPSS were used to organize and analyze data
®  Pre-Testing:
O  Before launching the main survey, it was tested with 10 HR professionals to make sure the questions were clear and logical.
Some changes were made based on their feedback.

4.5 Data Analysis Techniques

Once the data was collected, it was cleaned, organized, and analyzed using both quantitative and qualitative techniques.

®  Quantitative Data Analysis (Survey Responses):
O  Responses were first cleaned (removing incomplete or inconsistent answers)
O  The data was entered into SPSS, a statistical software tool
O  Descriptive statistics like averages, percentages, and frequency tables were used to summarize the data
O  Inferential statistics such as correlation and regression analysis were used to find relationships—for example, whether using

Al correlates with increased efficiency or satisfaction

(] Qualitative Data Analysis (Interviews):
O  Interviews were transcribed and then reviewed carefully
O A method called thematic analysis was used: this means identifying common themes, patterns, and opinions
O  Key themes included trust in Al the need for training, ethical concerns, and resistance from employees

®  Presentation of Results:
O  Findings were presented through graphs, charts, and tables for easier understanding
O  Extra detailed data (like raw numbers or full interview transcripts) was placed in the appendices

5. Findings and Analysis

This section explains what was learned from the survey responses and interviews with HR professionals. The goal is to show how Al and automation are
influencing HR practices in real organizations—based on actual data from people working in the field. The analysis includes both numbers (quantitative
data) and detailed opinions or stories (qualitative data).
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5.1 Demographic Overview of Respondents

Question 1 Age?

Age |_D Copy chart

36 respenses

® Under 25
® 2530
® 30-35
® 3540

The pie chart titled ""Age" presents the age distribution of 36 respondents who participated in the study on Al automation in HR practices.

®  61.1% of the respondents are under 25 years old, indicating that the majority of participants are young professionals or students, likely early
in their HR careers.

®  33.3% fall in the 25-30 years age group, representing mid-level early-career professionals who may have a few years of HR experience.

® A smaller proportion, 5.6%, are in the 30-35 years age range, while no respondents were from the 35-40 category (as indicated by the
absence of green in the chart).

Summary:

The respondent pool is largely composed of younger individuals, especially those under 25. This could influence the overall findings, as younger HR
professionals may be more open to using Al and automation tools compared to older professionals. However, the limited input from more experienced
HR personnel may also affect the depth of insights related to long-term organizational impacts of Al integration.

Question 2 Gender?

gender

40 responses

® Male
@ Female
@ Mon-binary

ﬂ @ Frefer not to say

The pie chart labeled "Gender" shows the gender breakdown of 40 respondents in the study.
®  50% of the respondents identified as Male, making them the largest group.
®  42.5% identified as Female, reflecting a near-equal representation with male participants.

®  7.5% chose "Prefer not to say", while 0% identified as Non-binary (indicated by the absence of orange in the chart).
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Summary:

The gender distribution among participants is fairly balanced, with male and female respondents making up a combined 92.5% of the sample. This balance
strengthens the study’s representativeness in terms of gender perspective within HR. However, the lack of non-binary representation and a small portion
preferring not to disclose limits insights into gender diversity beyond the binary framework

Question 3 Which area do you think will benefit the most from Al in the future?

|D Copy chai
Which area do you think will benefit the most from Al in the future?

40 responses

@ A Employee leaming & development
@ B. Conflict resolution
C. Event management

ﬁ @ D. Legal compliance

This pie chart reflects the opinions of 40 respondents on which HR function is expected to benefit the most from Al in the future.

®  42.5% of respondents selected Employee learning & development (Option A), indicating a strong belief that Al will enhance personalized
training, skill assessments, and upskilling programs.

®  30% chose Conflict resolution (Option B), suggesting Al's potential role in analyzing employee sentiment, preventing disputes, and
facilitating fair decision-making.

®  20% believed Event management (Option C) will benefit, possibly through automated scheduling, resource allocation, and feedback
collection.

®  7.5% selected Legal compliance (Option D), reflecting a lower perceived impact, though Al could assist in policy enforcement and regulatory
checks.

Summary:

Most participants believe Al will significantly transform Employee learning & development, making it the top area of impact. While Conflict resolution
and Event management are also seen as promising areas, Legal compliance is viewed as less likely to benefit—possibly due to its reliance on human
judgment and legal expertise. This insight suggests future Al integration strategies should prioritize learning and employee development systems

Question 4 Should Al replace human decision-making in HR?

|_D Copy chart
Should Al replace human decision-making in HR?

40 responses

@ A Yes, completely
@ B. Only for repetifive tasks

C. Mo, only support human decigions
® D. Not sure

The pie chart reflects the opinions of 40 respondents regarding the extent to which Al should be involved in decision-making within Human Resources.

®  42.5% of respondents chose Option C: No, only support human decisions, indicating a strong belief that Al should play a supportive, not
dominant, role in HR.
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®  35% selected Option B: Only for repetitive tasks, showing that many see Al as useful mainly for automating routine functions like
scheduling, payroll, or data processing.

®  12.5% supported Option A: Yes, completely, meaning a small minority believe Al can fully take over decision-making in HR.
®  10% answered Option D: Not sure, suggesting uncertainty or lack of awareness about AI’s capabilities and implications.

Summary:

The majority of participants prefer a human-centric approach to decision-making in HR, with Al acting as a tool for support or automation of
repetitive tasks. There is limited support for full automation of decisions, highlighting trust and ethical concerns. These insights emphasize the
importance of maintaining human oversight and using Al as a collaborative tool rather than a replacement in HR functions

Question 5 Do you believe Al-based performance reviews are more accurate than traditional methods?
|_D Copy chart

Do you believe Al-based performance reviews are more accurate than
traditional methods?

40 responses

@ A Strongly agree
® B Agree
C.Disagree

ﬁ @ D Strongly disagree

™~
.

This pie chart represents the responses of 40 participants on whether they consider Al-based performance reviews more accurate than traditional human-
led reviews.

®  55% of respondents agreed (Option B) that Al-based reviews are more accurate, suggesting strong confidence in Al's data-driven and
objective assessment capabilities.

®  27.5% disagreed (Option C), reflecting concerns about Al missing human context or emotional intelligence in evaluations.
®  10% strongly agreed (Option A), further supporting the view that Al adds value to performance evaluation.

®  7.5% strongly disagreed (Option D), showing a smaller but firm opposition, likely due to trust or ethical concerns.

Summary:

A clear majority (65%) believe that Al-based performance reviews offer greater accuracy compared to traditional methods. However, over one-
third (35%) of respondents express skepticism, pointing to a divide in perception. This suggests that while Al is recognized for its precision, organizations
must balance it with human insights to ensure fairness, context sensitivity, and acceptance in performance evaluations

Question 6 How has Al affected recruitment in your organization?

0 ¢

How has Al affected recruitment in your organization?

40 responses

@ A Greatly improved

@ B Somewhat improved
C. No effect

@ D. Not applicable




International Journal of Research Publication and Reviews, Vol (6), Issue (6), June (2025), Page — 8955-8968 8966

Based on the survey responses and interview insights:

®  Increased Efficiency: A large number of respondents indicated that Al tools like resume screening software and applicant tracking systems
have significantly reduced the time and effort required to identify suitable candidates. About 72% agreed recruitment became faster and
more accurate.

o  Improved Quality of Hire: Al helps in analyzing candidate profiles against job requirements more precisely, resulting in better shortlisting
and improved quality of hires.

®  Bias Reduction (with limitations): Some participants felt Al minimized human bias in initial screening. However, others raised concerns
about algorithmic bias if not properly trained on diverse data.

®  Mixed Trust Levels: While HR professionals appreciated AI’s support in filtering resumes, some expressed reluctance to rely solely on Al
decisions, preferring human oversight for final selections.

®  Candidate Experience: The use of Al-driven chatbots and automated responses was seen as enhancing candidate communication. However,
a few noted that impersonal interactions may impact the candidate's perception of the company.

Summary:

Al has positively transformed recruitment by making it faster, more data-driven, and scalable. However, its success depends on proper implementation,
continuous monitoring, and maintaining a balance between automation and human judgment to ensure fairness and candidate engagement

Question 7 How familiar are you with the use of Al in HR functions?

[ o LT

How familiar are you with the use of Al in HR functions?

39 responses

& A Very familiar
@ B. Somewhat familiar

C. Heard of if. but not sure how it works
@ D. Mot familiar at all

€. Heard of it, but not sure how it works
17 (43.6%)

This pie chart illustrates the level of familiarity 39 respondents have with Al in HR:
®  43.6% sclected C. Heard of it, but not sure how it works, showing that nearly half of the participants are aware of Al in HR but lack
practical understanding or hands-on experience.
25.6% chose B. Somewhat familiar, suggesting a moderate level of awareness and perhaps limited usage.
20.5% reported being Very familiar (Option A), indicating strong understanding, likely among those actively using or implementing Al
tools.
®  10.3% said they are Not familiar at all (Option D), highlighting a small segment with no exposure to Al in HR.

Summary:

The data reveals a significant knowledge gap, with nearly 70% of respondents either unsure about how Al works or only somewhat familiar. This
suggests a need for awareness campaigns, training programs, and capacity-building initiatives to help HR professionals better understand and
utilize Al technologies effectively in their roles

5.2 Quantitative Analysis (Survey Results)
This section analyzes the numerical data collected through structured surveys from HR professionals regarding the impact and awareness of Al in
HR functions. A total of 39—40 respondents participated in the survey.

1. Age Distribution
®  61.1% of respondents were under 25, indicating a largely young demographic.
®  33.3% were aged 25-30, and only 5.6% were 30-35.
. Interpretation: The majority of inputs reflect the perspective of early-career HR professionals who may be more open to technology

adoption but lack long-term HR experience.
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2. Gender Distribution
° 50% Male, 42.5% Female, and 7.5% Prefer not to say.
. Interpretation: A well-balanced gender distribution supports diverse viewpoints, though there’s limited representation beyond the binary.

3. Familiarity with Al in HR
®  43.6% had heard of AI but are unsure how it works.
®  25.6% were somewhat familiar, and 20.5% were very familiar.
®  10.3% were not familiar at all.
° Interpretation: Despite general awareness, a large proportion lacks practical knowledge, highlighting a gap in Al-related HR training.

4. AI’s Expected Impact Area
®  42.5% believe employee learning & development will benefit the most.
®  30% cited conflict resolution.
®  Lower expectations for event management (20%) and legal compliance (7.5%).
®  Interpretation: Al is seen as a tool for strategic talent development rather than administrative or legal functions.

5. Al Replacing Human Decision-Making
®  42.5% said Al should only support human decisions.
®  35% said Al is suitable for repetitive tasks only.
(] 12.5% supported complete AI-based decision-making, while 10% were unsure.
L] Interpretation: There is strong support for human-Al collaboration, with limited trust in Al as a full decision-maker in HR.

6. Perceived Accuracy of AlI-Based Performance Reviews
®  55% agreed Al reviews are more accurate than traditional methods.
®  27.5% disagreed, 10% strongly agreed, and 7.5% strongly disagreed.
. Interpretation: The majority sees value in AI’s objectivity, though a third still have concerns about context sensitivity and fairness.

5.3 Qualitative Insights (Interview Findings)
This section presents a thematic analysis of interviews conducted with 5 HR managers who have experience with Al integration in their HR processes.
These in-depth conversations revealed important perceptions, challenges, and practical outcomes that go beyond the numerical data.

Theme 1: Trust and Transparency in AI Decisions
®  Several HR managers highlighted concerns about how Al systems make decisions, especially in sensitive areas like recruitment or
performance reviews.

Quote: “People want to know that their job application wasn t rejected by a black-box algorithm.’
Insight: Transparency in Al decision-making is essential for building employee trust and acceptance.

Theme 2: Change Management and Adoption Resistance

® Initial resistance was common, especially among older HR staff or employees unfamiliar with Al

®  Managers noted that clear communication and training significantly helped in overcoming skepticism.

®  Quote: “We had to assure our team that Al is here to help—not to replace them.”

®  Insight: Successful Al adoption requires strategic change management and employee involvement from the beginning.
Theme 3: Ethical Concerns and Bias

® Interviewees raised concerns about algorithmic bias and the ethical use of employee data.
There was consensus on the need for regular audits and human oversight to ensure fairness.
Quote: “Ifthe data the Al learns from is biased, it will repeat that bias—it doesn 't know better.’
Insight: Al tools must be constantly monitored to avoid unethical practices or unintended discrimination.

’

Theme 4: Transformation of the HR Role
®  With Al handling repetitive tasks, HR professionals are shifting toward more strategic and analytical roles.
®  Predictive analytics and performance dashboards are helping in workforce planning and proactive decision-making.
®  Quote: “/ spend less time on paperwork now and more on planning future talent needs.”
®  Insight: Al is redefining HR roles, making them more data-driven and less administrative.
& Theme 5: Mixed Perceptions of Employee Experience
®  Some employees appreciated Al for quicker responses and 24/7 assistance via chatbots.
®  Others missed human interaction and felt less connected when interacting with automated systems.
®  Quote: “Chatbots are helpful, but some things still need a human touch.”
®  Insight: While Al improves efficiency, organizations must balance it with empathy and personal communication.
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6. Discussion

The discussion section is where we make sense of the results, connecting them to real-world HR practices and existing research. It helps explain why the
findings matter, what they mean for HR professionals, and what challenges organizations may face as they adopt Al and automation.

6.1 Interpretation of Results

The study’s results show that Al and automation are helping HR departments work more efficiently by speeding up routine tasks such as recruitment and
payroll. Most respondents agreed that Al reduces manual effort, making HR processes faster and more accurate.

At the same time, there are mixed feelings about the impact of Al on employee satisfaction and experience. While some see Al as helpful for quick
communication and feedback, others worry about losing the personal touch that humans provide.

The cost savings reported indicate that investing in Al technologies can be beneficial in the long run, although initial setup costs and the need for employee
training can be obstacles.

Finally, the results highlight concerns about data privacy, technical skills, and job security, showing that Al adoption is not just a technical issue but also
a social and ethical one.

6.2 Impact on Recruitment, Performance Management, and Workforce Planning

Al is changing several core HR functions:
®  Recruitment: Automation tools like applicant tracking systems and resume screening software speed up hiring by quickly sorting candidates
based on qualifications. This reduces bias and human error but also raises concerns about transparency in how decisions are made.
®  Performance Management: Al-powered analytics help track employee performance in real-time, allowing managers to provide more timely
feedback and personalized development plans. However, relying too heavily on data could overlook human factors like motivation and
creativity.
®  Workforce Planning: Predictive analytics enable HR to forecast future hiring needs, identify potential employee turnover, and plan for skill
development. This proactive approach helps companies stay competitive but requires accurate data and skilled analysts.
Opverall, Al enhances the strategic role of HR, shifting it from administrative tasks to more data-driven decision-making.

6.3 Perception and Trust in Al Tools

One of the biggest challenges is gaining trust from employees and HR professionals themselves. Many people are still skeptical about relying on Al
because:

®  They fear loss of jobs or feel Al might replace human judgment.

®  There is a lack of understanding about how AI makes decisions, which can make Al systems seem like a “black box.”

®  Concerns about data security and how personal employee information is used can reduce acceptance.
Building trust requires transparency, clear communication, and training so that users understand what Al can and cannot do. HR leaders must also
emphasize that Al tools are designed to assist humans, not replace them.

6.4 Ethical and Organizational Challenges

While Al offers many benefits, it also brings several ethical and organizational challenges:
®  Bias and Fairness: Al systems can unintentionally reinforce existing biases if the data they learn from is biased. This can affect hiring,
promotions, and evaluations. Regular audits and checks are needed to ensure fairness.
®  Privacy Concerns: Handling sensitive employee data requires strict security and compliance with privacy laws. Organizations must be careful
about how data is collected, stored, and shared.
e  Skills Gap: Many HR teams lack the technical skills needed to implement and manage Al tools effectively. This calls for investments in
training and possibly hiring new talent.
®  Change Management: Resistance to change is natural. Employees may fear Al or be uncertain about new workflows. Successful adoption
depends on strong leadership, open communication, and involving staff in the transition process.
In summary, while Al has the potential to revolutionize HR, organizations must address these challenges to ensure ethical, effective, and fair use of
technology.

7. Conclusions and Recommendations
7.1 Summary of Findings
This study found that Al and automation are changing the way HR departments operate in many positive ways. Organizations using these technologies

report better efficiency, especially in recruitment, performance management, and workforce planning. Tasks that used to take a lot of time, like screening
resumes or tracking attendance, are now done faster and with fewer errors.
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Employees and HR professionals generally feel positive about Al tools, especially when these tools help reduce routine work and allow HR to focus
more on strategic activities. However, some concerns remain about losing the human touch, the faimess of Al decisions, and data privacy.

Cost savings are a clear benefit of automation, but organizations must be ready to invest in training and technology to make Al adoption successful.
Ethical considerations, such as avoiding bias and ensuring transparency, are also crucial to building trust and acceptance.

7.2 Practical Recommendations for HR Managers

® Invest in Training: HR staff need ongoing training to understand and use Al tools effectively. This helps overcome fear or resistance and
makes technology adoption smoother.

e  Start Small and Scale Gradually: Begin with automating simpler, repetitive tasks before moving on to more complex Al applications. This
allows the organization to learn and adjust without overwhelming employees.

®  Maintain Human Oversight: Always ensure that human judgment complements Al decisions. HR managers should review Al
recommendations, especially in sensitive areas like hiring or performance evaluations.

®  Communicate Clearly and Transparently: Explain how Al systems work and how employee data is used. Clear communication builds trust
and reduces misunderstandings.

®  Regularly Monitor and Evaluate AI Tools: Periodically check Al systems for bias, accuracy, and compliance with ethical standards. Adjust
or update tools as needed.

7.3 Suggestions for Policy and Implementation

o  Develop Ethical Guidelines for AI Use in HR: Organizations should create clear policies to guide Al use, focusing on fairness, privacy, and
accountability.

®  Ensure Data Privacy and Security: Policies must align with legal requirements on data protection and guarantee employees’ personal
information is safe.

®  Encourage Employee Involvement: Include employees in conversations about Al adoption, addressing their concerns and collecting
feedback to improve implementation.

®  Promote Collaboration Between HR and IT: Strong cooperation between HR professionals and IT teams is essential for successful Al
integration.

®  Plan for Continuous Improvement: Al technology evolves quickly, so organizations should regularly review policies and update tools to
keep pace with new developments.

7.4 Areas for Future Research

®  Long-Term Impact on HR Jobs: More research is needed to understand how Al will affect HR job roles over time—whether it will create
new roles or reduce the need for certain jobs.

e  Employee Experience and Al: Studies could explore how employees feel about Al-driven HR services in more detail, focusing on emotional
and psychological impacts.

®  Bias and Fairness in Al Systems: Future work should investigate how to better detect and eliminate bias in Al algorithms used in HR
decisions.

® Al Adoption in Small and Medium Enterprises (SMEs): Most research focuses on large companies; exploring Al use in smaller
organizations could provide useful insights.

®  Cross-Cultural Differences: Research could examine how different cultures and countries perceive and implement Al in HR, as acceptance
and challenges may vary.

8. Limitations of the Study

Every research has certain limits, and this study is no exception. Understanding these limitations helps us know how far the findings can be applied and
where caution is needed.

1. Sample Size and Selection
The study was based on responses from 150 HR professionals selected using purposive sampling, meaning participants were chosen because
they are experienced with Al in HR. While this gave useful insights, the sample size is relatively small, and the participants may not represent
all HR workers everywhere. For example, smaller companies or industries less familiar with AT might have different experiences that this
study did not capture.

2. Non-Random Sampling
Because the sample was not randomly selected, the findings cannot be generalized to every organization or HR professional. The study focused
mostly on medium and large organizations where Al use is more common, so results might not reflect what happens in other contexts.
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3. Self-Reported Data
The information was collected through surveys and interviews where participants shared their own perceptions and experiences. This means answers
could be biased because people tend to give socially desirable responses or may overestimate the benefits of Al. This can affect how accurately the
results reflect reality.
4. Limited Scope of Survey Questions
Although the questionnaire was carefully designed and pre-tested, it may not have captured all aspects of Al’s impact, especially emotional
or cultural factors related to resistance or acceptance of technology in HR. Important details about employee feelings or subtle
organizational dynamics might have been missed.
5. Time and Resource Constraints
The research was conducted within a limited timeframe and budget. This limited the number of interviews and the depth of data collection,
which might have reduced the richness of the qualitative insights.
6.  Rapidly Changing Technology
Al and automation are evolving quickly. Findings from this study reflect a snapshot in time and might change as new tools, policies, and
experiences develop in the future. The fast pace of technological change means continuous research is needed to keep up.
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