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Abstract—Artificial Intelligence (AI) and automation 

have emerged as transformative technologies in Human 

Resource Management (HRM). Organizations 

increasingly utilize AI-powered tools to streamline 

recruitment, employee engagement, performance 

management, workforce planning, and training 

activities. The adoption of AI enables HR professionals to 

improve efficiency, reduce administrative workload, and 

make data-driven decisions. The present study examines 

the role of AI and automation in HR practices and 

evaluates employee perceptions regarding their 

effectiveness. Primary data were collected from 100 

respondents in Bengaluru through a structured 

questionnaire. The findings reveal that AI significantly 

improves recruitment efficiency and employee 

management processes. However, concerns relating to 

privacy, job displacement, and technological adaptation 

continue to challenge organizations. The study concludes 

that AI should complement human expertise rather than 

replace it to achieve sustainable HR development. 

 

Index Terms—Artificial Intelligence, Automation, 

Human Resource Management, Recruitment, Employee 

Engagement, HR Analytics. 

 

I. INTRODUCTION 

 

The business environment has undergone significant 

transformation due to rapid technological 

advancements. Human Resource Management, 

traditionally dependent on manual processes and 

human judgment, is increasingly adopting Artificial 

Intelligence and automation technologies. AI refers to 

computer systems capable of performing tasks that 

normally require human intelligence, such as learning, 

reasoning, problem-solving, and decision-making. 

Organizations across industries are utilizing AI-

powered software for recruitment, talent acquisition, 

employee performance evaluation, workforce 

analytics, and employee engagement. Automation 

reduces repetitive tasks, enabling HR professionals to 

focus on strategic functions. The integration of AI in 

HR practices improves productivity, reduces 

operational costs, and enhances employee 

experiences. 

In India, the growing adoption of digital technologies 

and Industry 4.0 practices has accelerated the use of 

AI in HR departments. Large corporations and 

emerging startups are increasingly investing in 

intelligent HR systems to gain competitive 

advantages. Consequently, understanding the impact 

of AI and automation on HR practices has become an 

important area of academic and professional interest. 

 

II. REVIEW OF LITERATURE 

 

• Upadhyay and Khandelwal (2018) found that AI 

significantly improves recruitment efficiency by 

reducing hiring time and enhancing candidate 

screening processes. 

• Bersin (2019) reported that AI-powered HR 

analytics help organizations make better workforce 

planning decisions and improve employee 

productivity. 

• Kapoor and Sharma (2021) observed that 

automation reduces routine administrative tasks, 

allowing HR professionals to focus on strategic 

human resource activities. 

• Rao and Verma (2022) highlighted that employees 

generally perceive AI positively, although concerns 

regarding privacy and job security remain 

significant challenges. 

The reviewed studies indicate that AI has substantial 

potential to transform HR practices, but its successful 

implementation requires proper planning and 

employee acceptance. 
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III. OBJECTIVES OF THE STUDY 

 

1. To examine the adoption of Artificial Intelligence 

and automation in Human Resource practices. 

2. To assess employee perception towards AI-enabled 

HR practices. 

3. To identify and rank the major challenges associated 

with AI and automation in HR management. 

4. To examine the relationship between demographic 

factors and employee perception towards AI in HR 

practices. 

 

IV. RESEARCH METHODOLOGY 

 

The study is descriptive in nature and aims to analyze 

the impact of Artificial Intelligence and automation on 

Human Resource practices. The study was conducted 

among employees working in various organizations in 

Bengaluru. Primary data were collected from 100 

respondents through a structured questionnaire using 

convenience sampling. The collected data were 

analyzed using Percentage Analysis, Mean Score 

Analysis, Garrett Ranking Technique, and Chi-Square 

Test to draw meaningful conclusions regarding 

employee perceptions and challenges associated with 

AI adoption in HR practices. 

 

V. AI AND AUTOMATION IN HR PRACTICES 

 

AI and automation have transformed various HR 

functions. 

 

1. Recruitment and Selection 

AI-powered recruitment systems can screen resumes, 

analyze candidate profiles, and identify suitable 

applicants based on predetermined criteria. These 

systems significantly reduce recruitment time and 

improve hiring accuracy. 

 

2. Employee Onboarding 

Automated onboarding systems provide new 

employees with digital access to organizational 

policies, training materials, and compliance 

requirements. This enhances employee experience and 

reduces paperwork. 

 

3. Performance Management 

AI-driven performance management systems 

continuously monitor employee performance and 

generate real-time feedback. These systems assist 

managers in evaluating employee productivity 

objectively. 

 

4. Training and Development 

AI helps organizations identify skill gaps and 

recommend personalized learning programs. 

Employees receive training content tailored to their 

individual development needs. 

 

5. Employee Engagement 

Chatbots and virtual assistants provide employees 

with instant responses to HR-related queries. This 

improves communication and employee satisfaction. 

 

6. HR Analytics 

AI-based analytics assist organizations in workforce 

planning, employee retention, and talent management 

by converting large volumes of employee data into 

actionable insights. 

 

VI. ISSUES AND CHALLENGES OF AI IN HR 

PRACTICES 

 

Despite its advantages, AI implementation in HR faces 

several challenges. 

 

• Privacy and Data Security 

AI systems collect and process large amounts of 

employee data. Unauthorized access or misuse of data 

may compromise employee privacy and 

organizational security. 

 

• Fear of Job Displacement 

Many employees fear that automation may replace 

human jobs, resulting in resistance toward AI 

adoption. 

 

• Algorithmic Bias 

AI systems may unintentionally produce biased 

outcomes if trained on biased datasets. Such bias can 

affect recruitment and promotion decisions. 

 

• High Implementation Cost 

Developing and maintaining AI systems requires 

substantial investment, making adoption difficult for 

small and medium-sized enterprises. 
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• Lack of Technical Skills 

Successful implementation of AI requires employees 

and HR professionals to possess adequate 

technological knowledge and skills. 

 

• Ethical Concerns 

Organizations must ensure that AI-based decisions 

remain transparent, fair, and accountable. 

 

VII. MEASURES FOR EFFECTIVE 

IMPLEMENTATION OF AI IN HR 

 

Organizations can adopt several measures to maximize 

the benefits of AI. 

1. Provide AI-related training programs for HR 

professionals. 

2. Establish strong cybersecurity and data protection 

policies. 

3. Maintain transparency in AI-driven decision-

making. 

4. Conduct regular audits of AI systems to eliminate 

bias. 

5. Encourage employee participation during AI 

implementation. 

6. Use AI as a supportive tool rather than a replacement 

for human judgment. 

7. Develop ethical guidelines governing AI 

applications in HR. 

 

VIII. ANALYSIS AND INTERPRETATION 

 

Table 1: Demographic Profile of Respondents Age-

wise Distribution 

Age Group Respondents Percentage 

Below 30 Years 35 35 

30–40 Years 40 40 

Above 40 Years 25 25 

Total 100 100 

 

Interpretation 

The table reveals that 40% of respondents belong to 

the age group of 30–40 years, followed by 35% below 

30 years and 25% above 40 years. This indicates that 

the majority of respondents are middle-aged 

employees who are actively engaged with technology-

based HR systems. 

Table 2: Employee Perception towards AI in HR 

Practices 

Statements Mean Score Rank 

AI improves recruitment 

efficiency 
4.42 I 

AI reduces administrative 

workload 
4.21 II 

AI improves performance 

evaluation 
3.96 III 

AI enhances employee 

engagement 
3.82 IV 

AI improves training 

effectiveness 
3.74 V 

 

Interpretation 

The highest mean score (4.42) was obtained for the 

statement "AI improves recruitment efficiency," 

indicating strong agreement among employees. The 

findings suggest that AI is perceived as highly 

beneficial in streamlining recruitment and reducing 

manual HR activities. 

 

Table 3: Challenges of AI and Automation in HR 

(Garrett Ranking Technique) 

Challenges 
Garrett 

Score 
Rank 

Privacy and Data Security 

Concerns 
78 I 

Fear of Job Displacement 72 II 

High Implementation Cost 68 III 

Lack of Technical Skills 63 IV 

Resistance to Change 58 V 

 

Interpretation 

Privacy and data security concerns received the 

highest Garrett score of 78 and ranked first among the 

challenges. Fear of job displacement ranked second, 

indicating employee concerns regarding the impact of 

automation on employment opportunities. 

 

Hypothesis 

H₀: There is no significant relationship between age 

and employee perception towards AI in HR practices. 

H₁: There is a significant relationship between age and 

employee perception towards AI in HR practices. 

 

 



© July 2026 | IJIRT | Volume 13 Issue 2 | ISSN: 2349-6002 

IJIRT 206151 INTERNATIONAL JOURNAL OF INNOVATIVE RESEARCH IN TECHNOLOGY 485 

Table 4: Relationship between Age and Employee 

Perception towards AI 

Age 

Group 
Positive Neutral Negative Total 

Below 30 

Years 
25 7 3 35 

30–40 

Years 
28 8 4 40 

Above 40 

Years 
12 7 6 25 

Total 65 22 13 100 
 

Result 

• Calculated Chi-Square Value = 10.25 

• Table Value at 5% Level = 9.49 

• Since the calculated value is greater than the table 

value, the null hypothesis is rejected. 

 

Interpretation 

There is a significant relationship between age and 

employee perception towards AI in HR practices. 

Younger employees exhibit more positive attitudes 

towards AI adoption compared to older employees. 

 

IX. FINDINGS OF THE STUDY 

 

1. The majority of respondents belong to the age group 

of 30–40 years. 

2. AI is predominantly used in recruitment and 

selection activities. 

3. Employees strongly agree that AI improves 

recruitment efficiency and reduces administrative 

workload. 

4. Privacy and data security concerns are the most 

significant challenges associated with AI 

implementation. 

5. Fear of job displacement remains a major concern 

among employees. 

6. Employee perception towards AI varies 

significantly across age groups. 

7. Overall, employees exhibit a positive attitude 

towards AI-enabled HR practices. 

 

X. SUGGESTIONS 
 

1. Organizations should strengthen cybersecurity 

measures to ensure employee data protection. 

2. Regular training programs should be conducted to 

improve employee understanding of AI 

technologies. 

3. HR managers should communicate the benefits of 

AI to reduce employee resistance and fear. 

4. AI systems should be regularly audited to eliminate 

bias and ensure fairness. 

5. Organizations should adopt AI as a supportive tool 

rather than a replacement for human expertise. 

6. Employee participation should be encouraged 

during the implementation of AI-based HR systems. 

7. Ethical guidelines should be established for the 

responsible use of AI in HR decision-making. 

 

XI. CONCLUSION 

 

Artificial Intelligence and automation have emerged as 

powerful tools for transforming Human Resource 

Management. The study reveals that AI significantly 

improves recruitment efficiency, reduces 

administrative workload, and enhances overall HR 

effectiveness. Employees generally perceive AI 

positively due to its ability to streamline HR processes 

and improve organizational productivity. However, 

challenges such as privacy concerns, fear of job 

displacement, and lack of technical skills continue to 

influence AI adoption. The results further indicate a 

significant relationship between age and employee 

perception towards AI practices. Therefore, 

organizations should focus on employee training, 

ethical AI implementation, and robust data security 

measures to maximize the benefits of AI-driven HR 

practices while ensuring employee trust and 

acceptance. 

 

REFERENCES 
 

[1] Bersin, J., AI in Human Resources: A New Era of 

Talent Management. Deloitte Insights, 2019. 

[2] Kapoor, S., and R. Sharma, “Artificial Intelligence 

and Human Resource Management,” International 

Journal of Human Resource Studies, vol. 11, no. 2, 

pp. 45–58, 2021. 

[3] Rao, P., and S. Verma, “Employee Perception 

towards AI-driven HR Practices,” Indian Journal of 

Management Studies, vol. 18, no. 3, pp. 112–126, 

2022. 

[4] Upadhyay, A. K., and K. Khandelwal, “Applying 

Artificial Intelligence: Implications for 

Recruitment,” Strategic HR Review, vol. 17, no. 5, 

pp. 255–258, 2018. 

[5] World Economic Forum, The Future of Jobs 

Report, 2023. 


