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ARTICLE INFO ABSTRACT 
 The introduction of the Artificial Intelligence (AI) technology has been a 

revolutionary innovation that has made several industries to sustain and grow in the 
current market. The implementation of AI in the Human Resource Management 
(HRM) has brought many positive changes to the system. Most of the studies 
demonstrated the benefits of implementing the AI based HRM process in the 
organization. Nonetheless, they failed to illustrate the prevailing HRM challenges 
which affects the organization and employees’ performance. In this regard, this 
research is focused on conducting an empirical study on the impact of the AI in 
HRM system. The employees from different organizations and sectors of Hyderabad 
city in Andhra Pradesh were identified as the population for study and were 
presented with a survey questionnaire. The correlation test and one-way ANOVA 
tests were performed through the SPSS software package to validate the results. The 
outcome of the study identified that the possibility of errors and delay in attendance 
and salary management without AI assistance, replacement of manual work of HR 
management with AI-based applications has made the work simpler, and organizing 
activities for employees to maintain work-life balance through AI-based systems. 
Thus, the study concludes that the implementation of the AI-based tools for the HR 
management system is preferred and practiced by most organizations. The present 
study contributes in depicting the significance of AI driven HRM process in a non-IT 
organization. The AI-based HRM system effectively handles the salary and appraisal 
process of the employees which in turn simplify the recruitment and documentation 
process. 

 
Keywords: Artificial Intelligence (AI), HRM, demographic, statistical analysis, 
correlation, ANOVA, SPSS. 

 
1. Introduction 

 
The modern systems of the Human Resource Management (HRM) has gained more popularity in recent days, 
as the tedious and complex processes of various operations are digitalized [1]. The HRM has also found its 
way to gain attention in increasing the productivity, improving cost effectiveness and challenging market 
competitions through the implementation of electronic inventions of computer and internet [2]. The 
organizational, task-based and personnel data handled by the HR department are very large and thus caused 
the implementation of AI in strategic HR processes, thereby, improving the sustainability of the business 
models [3]. 
The major challenges faced by the HRM are related to working condition, strategies and practices. The 
managing the staffs, training and development, health management, performance management and 
employee relation are considered as the significance issues faced by the HRM. Nonetheless, these challenges 
can be overcome by the implementation of AI based HRM [4]. 
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Many organizations have initiated the incorporation of the IT with their business through the implementation 
of advanced artificial intelligence, automation and machine learning technologies. The processing of complex 
and time-consuming tasks performed by the HRM functions have increased the influence of the AI-based 
solutions, in the perspective of HRM. The recent transformation of the HRM is significantly due to the 
innovations in the IT sector. The earlier technologies of the HR Information System (HRIS) and electronic-
HR (e-HR) has helped the organizations to process digitally, store the processed data and then distribute it 
among the stakeholders of the organization. Nevertheless, the dependency on AI-based solutions, automation 
and interconnectivity in HR task processing, like the talent acquisition, has become popular and is developing 
swiftly [5]. 
The managerial HRIS highlights the significance of enhancing the motivation techniques towards employees 
to improve relationships at the workplace among the employees and organization [6]. The managerial HRIS 
elements corresponds to the technological advancements that improves the ability of the organization to 
develop and sustain with effective and professional intrapersonal and interpersonal relationship. In 
contradiction to the managerial HRIS, the practice of technical HRIS has a historic recognition reproducing 
the technical and data-controlled skills and capacities within the organization [7, 8]. The HRIS which is 
concerned of the managerial functions centralizes itself with the technologies of HR which enables to 
establish intrapersonal or interpersonal association in the organization. However, the HRIS which is 
concerned of the technical functions surrounds the information systems and technologies which establishes 
the technical understanding, analysis of data and effective flow of work [1]. 
The application of AI allows the organizations to develop innovative language translation and patterns of 
recognition through several algorithms to perform business in a global environment. Several research works 
have been carried out to understand the significance of AI in different business operations such as marketing, 
supply chain and operations management, and few research works included the functions of HRM [9]. The 
implementation of IT-oriented applications has enhanced the functioning of several business processes which 
includes the recruitment, marketing and finance [10]. The implementation of the AI-based technologies in 
the HR management system has also enhanced the effectiveness, precision and speed in various business 
processes. Therefore, the organizational transformation at a minimum investment can be achieved by 
integrating the machinery, manpower and methods through intelligent technologies [11]. 
The evolution of the Industry 4.0 (I4.0) has been a start for wide range of developments in the industrial era. 
The development of the artificial intelligence is also one among the revolutionary contribution of the I4.0 
[12]. The implementation of the artificial intelligence technology in the HR management system for all the 
processes is still a challenge faced by many industries [13]. Despite the significance of implementing AI for 
the maximum of the functions of the HR management is recognized by the employees, these challenges still 
act as a barrier for the effective implementation and utilization. Hence, this concludes that the 
transformation of the AI-based HR management system is still in a developing stage and requires more focus 
and importance for a complete transformation [14]. 
The AI and AI-based technologies are incorporated in several organizations in the HRM department for 
people management. Over the past decade, the development in implementation of AI technologies in the 
HRM has increased, thereby initiating research in several relevant topics such as social impact of robotics and 
AI, impact of adoption of AI in the outcomes of business and individual levels, and assessing the AI-based 
HRM operations [15]. 
According to the IBM, 2020 [16], the AI is recognized as the most advanced improvement in the HRM 
system. These AI-based technologies facilitate the implementation of machine learning, deep learning and big 
data analytics in the HRM system, thereby increasing its efficiency [17]. It is well known from the earlier 
researches that the implementation of AI-based HRM tends to cause concerns with employees and adversely 
[18, 19] or positively impact employee and outcomes of business [20, 21]. 
Many researchers [22-24] investigated the benefits of AI oriented HRM system such as development, 
retention, talent acquisition and assessment in advanced technology multinational enterprises. Meanwhile, 
the current study investigated the variation between the HRM process before and after the implementation of 
AI. The issues without AI assistances are finance-oriented tasks, difficulty in planning activities for employees 
to maintain work-life balance, employee attendance and salary management. Nonetheless, these issues could 
rectified with AI-based HRM. 
Most of the studies demonstrated the benefits of implementing the AI based HRM process in the 
organization. Nonetheless, they failed to illustrate the prevailing HRM challenges which affects the 
organization and employees’ performance [25]. The previous research works have focused on several 
technologies that could be implemented for enhancing the HRM, but the feasibility of comprehensive 
transformation of the system has a very few research. Thus, the current study intend to fulfill the gaps in the 
prevailing research and depict the challenges of HRM process without AI. 
Therefore, this research work is focused on different dimensions of the implementation of AI technologies in 
the HRM. An empirical study is conducted to evaluate the magnitude of impact on the different organizations 
through a survey conducted on sample population in a quantitative approach. The outcomes of this survey is 
inferred and the significance of the objectives and proposed hypotheses is statistically analyzed and validated. 
The following Section 2 discusses the previous research literatures on the AI-based HR management systems. 
The research design and proposed methodology is discussed in Section 3. The Section 4 provides the result 
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interpretation of the demographic and statistical analyses. The overall conclusion of the empirical study is 
concluded in the Section 5. 
 

2. Literature review 
 
The simulation of interactions among the humans which is made autonomous through technology-oriented 
communication systems was investigated by Pratt and his research team [26].  The model proposed in this 
research provided an insight regarding the employee performance and satisfaction with respect to 
motivational and cultural factors, communication methods and descriptions of work for the employees, 
individually. The model established the necessary factors that has to be considered for the AI-oriented tools 
for communication and their interaction between one another. The satisfaction of employees through 
motivation and direct influence is a bigger challenge for the AI-based communication tools since it is not 
equally effective as the Face-to-face methods. Therefore, the study revealed that the tactical methods of 
interacting with employees and creating a bond was challenging for the AI-based systems [1]. 
In another study, Garg and other researchers [25] established an understanding for the satisfaction of the 
employee within freight and logistics forwarding corporations through a novel approach developed to analyze 
satisfaction and feedback of the employee through the AI-based algorithms. These algorithms further allow 
the employees to undertake a climate-based survey relevant to their experience, thereby analyzing the input 
of the respondent and providing the organization stakeholders an insight to enhance the employee 
performance, commitment and retention. This analysis enables the researchers to establish an insight, both 
academic and professional, regarding the deep effect of AI utilization on the employees and their 
corresponding organizations. These AI-based technologies act as a benefit for the employees to voice their 
opinion and concerns to the organization directly [1]. 
As revealed by Malik and other researchers’ [21] analysis, the AI-based algorithms enhances the cost-
effectiveness of the HR and overall experience of the employee, thus, leading to an increase in satisfaction 
and commitment of employee in an organization. The differences in two generation employees, X and Y, and 
their adaptability towards the AI-driven social networking technologies is suggested by Kaminska and 
Borzillo [27]. The influence of the AI on the performance review of employee, relation of cognitive factors 
with quality of rating and differences of personality-oriented factors within HRM functions was 
systematically reviewed by Koch and other researchers [28]. 
The dissemination of IT in the theory of human resource management is investigated by Bilal H [5]. The 
study revealed that the leaders and executives of HR possess a positive attitude towards the implementation 
of AI to enhance the quality and efficiency of HRM. The positive attitude of the employees towards the 
implementation of the AI-based technologies for human resource management and their intention to involve 
themselves for the use of such technologies has supported the outcomes revealed by the study. 
The technology of e-recruitment has gained more popularity recently and has been implemented by most of 
the organizations. This system enables the organizations to process the recruitment at a fast pace by reducing 
the expenses for the process and thus, attracts candidates with high potential globally. The corporate websites 
of the organizations provides the availability of various vacancies and opportunities in an organization to 
facilitate the recruitment process. Several websites, including careerbuild.com, mosnster.com, naukri.com 
etc. enables the recruiters to find the potential candidates for the appropriate position, and also enables the 
job seekers to find the links for various positions currently available in an organization [10]. The era of the 
internet facilities have made many contributions for several applications development, which enables various 
organizations to organize their business-oriented functions at a managerial level. This demands relevant 
competencies for decision-making processes to organize interactions with the stakeholders through Ai-
oriented technologies, like the e-commerce [29]. The application of different technologies has substituted the 
human intervention as the advanced machines are programmed with AI-based algorithms that possess skills 
equal to humans [30]. 
S Kot with few other researchers [9] conducted an empirical study on the significance of AI-oriented 
recruitment process and the quality to identify the reputation of employer by adopting the technologies of 
artificial intelligence. The investigation of the effectiveness of AI adoption on AI-based recruitment was 
conducted in the Indonesian pharmaceutical industry. The study established the statistical significance of the 
AI quality and AI adoption relation with the reputation of the employer. The endogenous and exogenous 
structure of the effect of research revealed the effect of mediation due to AI adoption. In a brief, all the 
mediating and direct hypotheses relations were statistically observed to be significant, and it was 
recommended to the Indonesian pharmaceutical industries to implement the AI-based technologies for 
organizing effective business operations. 
The socio-economic, political and, particularly, the technological transformations has brought a tactical 
popularity for the HRM in organizations [31]. However, few departments have not embraced these 
transformations, thereby, leading to slow and complex strategies [32]. In such circumstances, the 
implementation of advanced technologies, such as the AI, has to be considered [33]. The significance of 
implementing AI technologies is to enhance the effectiveness and performance efficiency of the HR-oriented 
operations to make different processes of management to be accurate and agile [34]. The control and 
understanding of data collection is performed through the AI technologies for the HRM processes, thereby, 
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including these processes in the tactics of economic and organizational efficiencies [35]. The HR managers 
and executives can provide more focus and contribution towards value-added tasks which seeks unique 
abilities and skills by making the time-consuming and repetitive tasks to be automated through the AI-based 
technologies [36]. The minimization and reduction of error through the machine learning enables to enhance 
decision-making through the provision of more information that are better-processed [33]. 
It is necessary for the HR departments to formulate a safe strategy to implement the AI in the organization by 
avoiding possible drawbacks, since the AI itself has its own weaknesses and strengths. The implementation of 
several disruptive and unsafe technologies will be essential to sustain the organization in the market [14]. 
In recent days, the investigation of AI and its effect on HRM operations has increased. For instance, 
according to several researchers, the developing AI-oriented HRM systems are useful in development, 
retention, talent acquisition and assessment in advanced technology multinational enterprises [22-24]. The 
AI technologies assists the HRM from the recruitment process till selection, evaluating and interviewing best 
candidates [37, 38], creating I4.0 advertisements regarding new profiles of jobs [39], and evaluate the 
effectiveness of employees’ training [40]. Nevertheless, in spite of several options delivered through 
implement advanced technologies in the human resource management, the employees themselves are 
capable of performing many tasks which are not able to be performed by the machines [41, 42]. Hence, 
several researchers suggest that, the integration of AI with human support, instead of human being replaced 
completely, provides an optimum benefit to the organization [43]. 
Many recent research works also support the fact that the integration of human with AI-based technologies to 
perform HRM functions will improve the efficiency of the management in data collection, maintenance and 
validation [11]. The applications of the AI technologies enables the HRM to organize interviews in video mode 
through the internet facilities with the appropriate candidates, by evaluating the candidates’ interaction, body 
language and attitude, and identify the potential candidate who would best fit the demand of organization 
[44]. These processes could be done completely without the intervention of humans. 

 
3. Methodology 

 
The current study embraced quantitative research method for evaluating accumulated data. The quantitative 
approach demonstrates the happenings through accumulating numerical unchangeable data that have been 
assessed with aid of mathematical techniques. This approach gives statistics allied to the interrogations of 
how, where, when, how much, what and how many. The quantitative approach includes objective, number 
stance and logic [45]. This research work employed an empirical study through a semi-structured 
questionnaire, and the data was collected from individuals of different age group and working domain. The 
questionnaire was categorized based on the study variables and the data are performed with the purposive 
sampling analysis. The hypothesis for the empirical study is defined based on the research objectives and 
interpreted through the quantitative assessment. A summary of the proposed research design is shown in 
Figure 1. The demography of the studied population was also observed and their corresponding responses 
were analyzed. 

 
Figure 1. Research Design 
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The objectives of the present study are: 

• To analyze the existing challenges in human resource management in an organization from different 
sectors. 

• To study the impact of implementation of AI-based HR management in simplification of the various HR 
process. 

 
Research questions are as follows: 

• What are the challenges in existing HR management processes? 

• How has the AI-based HR management implementation impacted in simplification and effective HR 
management? 

 
The hypothesis of present study are: 
H1: The implementation and functioning of AI-based HR management system has relationship with 
challenges in existing HR management processes. 

• H10: The implementation and functioning of AI-based HR management system has significant relation 
with challenges in existing HR management processes. 

• H11: The implementation and functioning of AI-based HR management system has no significant relation 
with challenges in existing HR management processes. 

 
H2: The simplified and effective HR management processes has relationship with the implementation of AI-

based HR management system. 

• H20: The simplified and effective HR management processes has significant relation with the 
implementation of AI-based HR management system. 

• H21: The simplified and effective HR management processes has no significant relation with the 
implementation of AI-based HR management system. 

 
The study population is identified from various organizations of the Hyderabad district from the Andhra 
Pradesh state of India. The population are from different working sectors and domains. However, the 
perspectives and preferences of every individual on the implementation of the AI-based HR management 
system was understood through the study. 
The study population was generalized, and hence, a total of 126 participants had registered their responses to 
the questionnaire. As mentioned, the respondents were from different organizations where the AI-based HR 
management system was implemented. However, all the individual respondents had the awareness about 
conventional HR management system and AI-based tools for executing HR-oriented activities. The identified 
participants were not restricted to HR management designation only, but employees working under different 
departments with different designations were also surveyed. 
A sampling technique is significant to pile up the data from particular populace rather than focusing on entire 
populace [46]. Hence, it is significant for selecting relevant sample size to involve in the statistical study. 
Moreover, the sample size aids in making an implication based on the data gathered from sample populace 
[47]. Thus, the data were collected and the purposive sampling method was identified for conducting the 
statistical quantitative analysis. The participants of the survey were irrespective of their age, occupation, 
sector and designation. After the required data for the analysis was collected, the questionnaires were 
categorized based on the study variables. 
Primary data is regarded as significant optimal data because the data are accumulated directly from the 
selected respondents. This data collection process incorporates structured questionnaire, survey and polls 
etc. [48]. The primary data required to perform the analysis of the study is collected through a semi-
structured questionnaire. The general public are the participants for the survey, who work with different 
organizations in different positions. The researcher reviewed and verified the responses to each questionnaire 
for its completeness. 
A standardized semi-structured questionnaire was adapted for the analysis of the primary data based on the 
five-point likert scale. The rating scale denoted 1 – Strongly Agree, 2 – Agree, 3 – Neither agree nor disagree, 
4 – Disagree and 5 – Strongly Disagree. The responses of the questionnaire is converted to the likert scale 
and presented for analysis in the SPSS software. 
The collected data is converted to a worksheet format for simplicity of analysis. The quantitative analysis of 
the collected data is performed based on the statistical approach. For this purpose, the Statistical Package for 
Social Sciences (SPSS) software package is used. The demography of the respondents is studied through the 
graphical analysis of the data presented in the worksheet. The survey questionnaire is encoded to 
corresponding factors and given as input to the SPSS software. The software performs the analysis based on 
the study variables and provides the outcome of the study. The input variables of the study are analyzed 
through three different approaches, namely one-way ANOVA and correlation. 
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4. Results 
 
The data collected through the survey questionnaires are processed through the SPSS software and analyzed 
for its outcomes based on the study variables. The results satisfy the objectives of the study through the 
research design. Moreover, the detailed analysis of the responses based on the different demography is 
performed. 
 
4.1. Demographic data and inferences 
The Figure 2 represents the age group of the respondents to the questionnaire. It can be observed from the 
chart the only very few respondents are among the age group of above 55 years (13%). The impact of the 
implementation of the AI-based HR management system has made more influence towards the youngsters 
and middle-aged workers. About 28% of the respondents are below 35 years of age, another 28% of the 
respondents are aged between 36 year and 45 years and around 31% of the respondents are aged between 46 
years and 55 years. The employees aged above 55 years have been practiced and used to the regular HR 
management processes and methods and thus feel it convenient that way than the AI-based HR management 
system. 
 

                                         
Figure 2. Age Group      Figure 3. Occupation 

 
The occupation of various respondents is plotted through a chart in the Figure 3. All the respondents are 
employed by some organization either way, and none of them are self-employed (0%). The majority of the 
respondents are employed with private organizations (74%), 23% of the respondents are handling their own 
businesses and only 3% of the respondents are government employees. The AI-based HR management 
system has been primarily implemented and most frequently used in many private organizations. This is 
because, the private organizations tend to continue functioning with minimum manpower and produce 
maximum output. Hence, the application of AI-based technologies enables such organizations to work in ease 
and with precision. The businesses handled by the young-aged and middle-aged respondents have also 
employed the AI-based HR management system. This makes to handle their business with more convenience 
and obtain more productivity. It is also observed from the chart that the government employees among the 
respondents are very few and they have very minimum exposure to the AI-based system for HR management. 
It is because most of the governmental departments and organizations are still functioning on the 
conventional methods and have not adapted for the advanced technologies. The government maintains 
enormous data which dates from the past 100 years. It is very difficult to convert those data to digital 
platforms and keep them under regular maintenance and update. However, few government departments 
have taken necessary procedures to digitalize few of their records and working functions, which is still far 
from digitalizing the HR management system. 
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Figure 4. Sector    Figure 5. Designation 

 
The respondents were identified from different industrial sectors (Figure 4). The purpose was to understand 
the awareness of AI-based HR management among different industries, and not only the IT industries. 
However, almost half of the respondents were from the IT sector (48%). 19% of the respondents were from 
the manufacturing sector, 6% of the respondents were from the consulting sector, 17% of the respondents 
were from the Automobile sector, 9% of the respondents were from the retail sector and only 1% of the 
respondents were from other domain of industry. Though the respondents from different sectors had 
sufficient awareness about the implementation of AI in HR management and its benefits, they still wanted to 
function on the conventional methods. This is because most of the manufacturing industries and automobile 
sectors had more number of employees, and managing of all employees through only AI system was not 
possible. Moreover, the nature of work for most of the employees is with machines and tools, but not 
computers or laptops. Whereas the IT industry employees are working with their computer and laptops only, 
hence, it is usually convenient for the HR department to handle their employees through the AI-based 
technologies. 
 
The responses based on the designation of the participants is plotted in the chart shown in Figure 5. Although 
most of the organizations function with a separate HR management department, there are few organizations 
that controls the HR functions through other department executives and heads. Hence, this study has 
broadened its field of designation to other departments also. From the Figure 5, it can be observed that 5% of 
the respondents work as administrators, 2% of the respondents work as engineers, 66% of the respondents 
work as project manager and HR manager, 23% of the respondents work as managing directors and 4% of the 
respondents work in other designations. It is also noted that none of the respondents work as Business and 
program analyst. The task of HR management is tedious and hectic in large organizations. In such 
organizations, when any individual works with a different department, but holds the responsibility of the HR 
management, then the AI-based HR management system would be more convenient. Since the AI 
incorporates automated processes and involves less paperwork, it is simple and can be handled by an 
employee from different domains. 
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Figure 6. AI-based Tools 

 
Each organization is transforming to AI-based technologies in many applications in order to simplify the 
working procedures and improve certain accuracy. Though the AI is capable of replacing most of the works 
done by humans, still it requires human assistance and monitoring for continuous progress and updates. 
Hence, most organizations have partially implemented AI-based applications in the HR management 
functions. The Figure 6 represents the different AI-based tools used in various organizations of the 
respondents. It can be observed that the face recognition and biometric system for registering the attendance 
of the employees has been implemented in all organizations of the respondents. The Chatbots are the user-
friendly automated guide that pops-up when you open a webpage of an organization. The Chatbots enable the 
user to understand and know basic details of the organization and is capable of responding to primary 
enquiries of the user. The data mining and big data analytics are more useful and the mostly used tools of the 
AI. The virtual assistances are similar to the Chatbots and provide assistance to the user while opening the 
webpage of the organization. The blockchain technology, predictive analytics for the decision support and 
expert system are other tools of AI that are used in the HR management. Most organizations prefer the 
implementation of man-machine integrated systems for most of their operations to ease the work of 
manpower and also to improve the precision and time management of the task. 

 
Figure 7. Preference for AI 

 
The AI-based technologies are preferred for implementation in organizations due to various reasons. The AI 
provides many benefits and at the same time it is also considered a drawback in some cases. The various 
reasons for an individual to prefer the AI-based HR management system is depicted in the Figure 7. The 
different advantages considered for prioritizing AI are ease of use of tools, less time consumption for 
execution of given task, reduced manpower, improved precision, more data can be processed at a single time, 
the tool can be adapted based on the requirement, and the processing and maintenance cost is very lower. 
Although the AI tends to offer so many advantages, some category of people are still uncomfortable with the 
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use of AI-based tools. The study revealed that the individuals who were aged above 55 years and few 
individuals under the category of 46-55 years of age are used to the conventional HR management system 
which they had practiced throughout their tenure. These category of participants showed very less interest in 
the advancements of the AI-based technologies, finding it difficult for them to adapt and access. 
 
4.2. Statistical analysis of the data 
The data collected through the questionnaires were analyzed through the SPSS software package. The 
statistical analysis provides the relationship between the study variables and the objectives. This relationship 
enables us to understand the significance of objectives and validate the hypothesis. This study has performed 
two different statistical analysis procedures, the one-way ANOVA test and the Correlation test. 
 
4.2.1. ANOVA test 
The one-way ANOVA test is conducted to analyze the relation between the independent and dependent 
variables. The significance level of the test was obtained below 0.05, which is the nominal range to prove the 
hypothesis to have a significant relation to the objective. From the analysis summarized in Table 1, it can be 
inferred that the study variables of simplified finance-oriented tasks, difficulty in planning activities for 
employees to maintain work-life balance, employee attendance and salary management, and AI-based 
training and development programs possess a significant dependency on the independent variable of AI-
based HR management at the significance level <0.05. Hence, the outcome of the one-way ANOVA test has 
proved that the study variables have significant relation to the objectives of the study, thereby validating the 
hypothesis of the research work. 
 

Table 1. One-way ANOVA Test 
 Sum of 

Squares 
df Mean Square F Sig. 

Ease of finance-oriented 
tasks with more precision 
and less working time 

Between Groups 51.819 4 12.955 24.992 .000 
Within Groups 62.721 121 .518   
Total 114.540 125    

Planning of HR activities 
for employees to reduce 
work stress is difficult 
and time consuming 

Between Groups 63.603 4 15.901 37.702 .000 
Within Groups 51.032 121 .422   

Total 114.635 125    

Employee attendance and 
salary management is 
performed by AI with 
high accuracy without 
mistake 

Between Groups 37.842 4 9.461 31.053 .000 
Within Groups 36.864 121 .305   

Total 74.706 125    

The AI-based training 
and development 
programs are more 
effective than 
conventional methods 

Between Groups 59.426 4 14.857 15.525 .000 
Within Groups 115.788 121 .957   

Total 175.214 125    

 
4.2.2. Correlation test 
The correlation test is performed to validate the relationship between the variables and also to estimate the 
magnitude of the relationship. The relationship between the dependent, independent and moderating 
variables is analyzed through this correlation test and summarized in Table 2. The significance of the 
hypotheses has been once again validated through this test. The significance was maintained below 0.05 
throughout the analysis. The possibility of errors and delay in attendance and salary management without AI 
assistance, replacement of manual work of HR management with AI-based applications has made the work 
simpler, and organizing activities for employees to maintain work-life balance through AI-based systems are 
the variables that were tested for validating the significance of correlation. The significance correlation within 
the variables were all observed to be at the level of 0, thereby satisfying the 2-tailed significance condition of 
the bivariate correlation test. Hence, the correlation test also has proved that the independent, dependent 
and moderating variables possess significant correlation with one another. 
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Table 2. Correlation Test 
 Errors and delay in 

attendance and 
salary management 
work is possible 
without AI 
assistance 

AI has replaced 
manual work 
process of HR 
management 
and has made 
work simpler 

AI-based system 
enables HR to 
organize online 
activities for 
employees to 
balance work stress 

Errors and delay in 
attendance and salary 
management work is 
possible without AI 
assistance 

Pearson Correlation 1 .348** .443** 

Sig. (2-tailed)  .000 .000 

N 126 126 126 

AI has replaced manual 
work process of HR 
management and has 
made work simpler 

Pearson Correlation .348** 1 .524** 

Sig. (2-tailed) .000  .000 

N 126 126 126 

AI-based system 
enables HR to organize 
online activities for 
employees to balance 
work stress 

Pearson Correlation .443** .524** 1 

Sig. (2-tailed) .000 .000  

N 126 126 126 

**. Correlation is significant at the 0.01 level (2-tailed). 

 
5. Discussion 

 
The current study focused on the various dimensions of the implementation of AI in the HRM. It evaluated 
the impact of AI-based HRM on the HR process. Also, it demonstrated the challenges of HRM process. The 
effective HRM process after the implementation of AI has also been evaluated. The outcome of the study 
identified that the possibility of errors and delay in attendance and salary management without AI assistance, 
replacement of manual work of HR management with AI-based applications has made the work simpler, and 
organizing activities for employees to maintain work-life balance through AI-based systems. The study was 
focused on the impact of AI-based tools on the HR management system, and hence it was identified as the 
independent variable. The dependent variables were the tasks which were made simpler on implementing the 
AI-based tools. From the statistical analysis, the significance of the various dependent parameter with 
reference to the independent variable was established. The one-way ANOVA test revealed that the dependent 
variables and the moderating variables proved the hypotheses to be significant with the objectives and thus, 
validated the independent variable. The outcomes of the test established a dependency of the dependent and 
moderating variables on the independent variable. On the other hand, the correlation test was performed to 
establish the significance among the various study variables. The independent variable AI, has replaced 
manual work process of HR management and has made work simpler, moderating variable, Errors and delay 
in attendance and salary management work is possible without AI assistance, and the dependent variable 
were used for establishing the significance of correlation. The significance level among all the variables were 
observed to be well below the marginal level (P<0.05). Hence, the correlation test also validated the 
hypotheses. 
 
The existing study [5] investigated dissemination of IT especially AI in the HRM. The study revealed that the 
leaders and executives of HR possess a positive attitude towards the implementation of AI to enhance the 
quality and efficiency of HRM. Meanwhile, the current study inferred that simplified finance-oriented tasks, 
difficulty in planning activities for employees to maintain work-life balance, employee attendance and salary 
management, and AI-based training and development programs are the prevailing challenges in HRM 
process. Nonetheless, these challenges can be rectified through the implementation of AI-based HRM system. 
The prevailing study [34] illustrated the significance of implementing AI technologies is to enhance the 
effectiveness and performance efficiency of the HR-oriented operations to make different processes of 
management to be accurate and agile. Similarly, the current study depicted the possibility of errors and delay 
in attendance and salary management without AI assistance, replacement of manual work of HR 
management with AI-based applications has made the work simpler, and organizing activities for employees 
to maintain work-life balance through AI-based systems. 
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Many researchers [22-24] investigated the benefits of AI oriented HRM system such as development, 
retention, talent acquisition and assessment in advanced technology multinational enterprises. Meanwhile, 
the current study investigated the variation between the HRM process before and after the implementation of 
AI. The issues without AI assistances are finance-oriented tasks, difficulty in planning activities for employees 
to maintain work-life balance, employee attendance and salary management. Nonetheless, these issues could 
rectified with AI-based HRM. 

 
6. Conclusion and limitations 

 
The human resource management plays a significant role in any organization, and thus needs continuous 
focus and improvement in its processes. The idea of implementing the AI-based technologies in the HR 
management system was revolutionary and has brought so many changes that has benefited the system. The 
present research work focused on the study of impact of implementing AI tools in the HR management 
system. 
The major challenges faced by the HRM are related to working condition, strategies and practices. The 
managing the staffs, training and development, health management, performance management and 
employee relation are considered as the significance issues faced by the HRM. The salary management, errors 
and attendance management are also some of the significance issues faced by the HRM. In order to overcome 
those challenges, implementation of AI based HRM practices has been illustrated through the current study. 
The participants aged above 55 years were dependent on the conventional HR management system and gave 
very less importance to the AI-based tools for HR management. Moreover, the participants from non-IT 
industries also preferred the conventional HR management system for most of the HR operations. This is 
because most non-IT industries function with large number of employees who do not have a direct access to 
computer or laptops or mobile phones to access the AI-based HR tools. Hence, these industries perform most 
of their HR task in the conventional methods only. However, some tasks such as attendance monitoring and 
salary calculation are done through AI-based tools only. The respondents were not only identified from the 
HR-oriented designations, but also were from other departments and designations. The AI-based tools made 
the tasks of the individuals who were from other designations than the HR-oriented. This platform gave them 
a simplicity to understand their work and also helped then to do it with very less or no errors or mistakes. 
Thus, the study is concluded that the implementation of the AI-based tools for the HR management system is 
preferred and practiced by most organizations. This system has also eased the human efforts and increased 
the accuracy of various tasks that were performed. The present study contributes in depicting the significance 
of AI driven HRM process in a non-IT organization. The AI-based HRM system effectively handles the salary 
and appraisal process of the employees which in turn simplify the recruitment and documentation process. 
However, this study has also established certain limitations for the implementation of this system. The AI-
based system, however, is automated and possess improved performance, it still requires human assistance 
and monitoring at certain stages. The present research has also been conducted for a specific population, and 
thus, the outcomes of the study are valid only for that populace. The upcoming study will keep this study as 
base to elaborately illustrate the technique of implementing the AI-based HRM system in the organization. 
Also, the future study will attempt to evaluate the benefits of AI-based HRM process in developed countries 
to make suggestion for effective implementation of AI in firms in the developing nation. 
 

References 
 

1. Votto, A.M., et al., Artificial intelligence in tactical human resource management: A systematic 
literature review. International Journal of Information Management Data Insights, 2021. 1(2): p. 
100047. 

2. Hmoud, B.I. and L. Várallyai, Artificial intelligence in human resources information systems: 
Investigating its trust and adoption determinants. International Journal of Engineering and 
Management Sciences, 2020. 5(1): p. 749-765. 

3. Di Vaio, A., et al., Artificial intelligence and business models in the sustainable development goals 
perspective: A systematic literature review. Journal of Business Research, 2020. 121: p. 283-314. 

4. Adamkasi. Porter Five Force Analysis of Airtel 2017; Available from: 
https://www.porteranalysis.com/porter-five-forces-analysis-of-airtel/. 

5. Hmoud, B. The adoption of artificial intelligence in human resource management and the role of 
human resources. in Forum Scientiae Oeconomia. 2021. Wydawnictwo Naukowe Akademii WSB. 

6. Cregan, C., et al., The influence of calculative (“hard”) and collaborative (“soft”) HRM on the layoff‐
performance relationship in high performance workplaces. Human Resource Management Journal, 
2021. 31(1): p. 202-224. 

7. Eubanks, B., Artificial intelligence for HR: Use AI to support and develop a successful workforce. 2022: 
Kogan Page Publishers. 

8. Laker, D.R. and J.L. Powell, The differences between hard and soft skills and their relative impact on 
training transfer. Human resource development quarterly, 2011. 22(1): p. 111-122. 

http://www.porteranalysis.com/porter-five-forces-analysis-of-airtel/


13697  Dr. N. Roopalatha et al / Kuey, 30(5), 5980 

 

9. Kot, S., et al., The role of artificial intelligence recruitment and quality to explain the phenomenon of 
employer reputation. Journal of Business Economics and Management, 2021. 22(4): p. 867-883. 

10. Nawaz, N., Artificial intelligence interchange human intervention in the recruitment process in Indian 
software industry. 2019. 

11. Bhardwaj, G., S.V. Singh, and V. Kumar. An empirical study of artificial intelligence and its impact on 
human resource functions. in 2020 International Conference on Computation, Automation and 
Knowledge Management (ICCAKM). 2020. IEEE. 

12. Kong, H., et al., Influences of artificial intelligence (AI) awareness on career competency and job 
burnout. International Journal of Contemporary Hospitality Management, 2021. 33(2): p. 717-734. 

13. Vrontis, D., et al., Artificial intelligence, robotics, advanced technologies and human resource 
management: a systematic review. The International Journal of Human Resource Management, 2022. 
33(6): p. 1237-1266. 

14. Palos-Sánchez, P.R., et al., Artificial Intelligence and Human Resources Management: A Bibliometric 
Analysis. Applied Artificial Intelligence, 2022. 36(1): p. 2145631. 

15. Budhwar, P., et al., Artificial intelligence–challenges and opportunities for international HRM: a 
review and research agenda. The InTernaTIonal Journal of human resource managemenT, 2022. 
33(6): p. 1065-1097. 

16. Bokelberg, E., et al., Extending expertise: How cognitive computing is transforming HR and the 
employee experience. Retrieved April, 2017. 13: p. 2019. 

17. McGovern, S.L., et al., The new age: artificial intelligence for human resource opportunities and 
functions. Ey. com, 2018. 

18. Presbitero, A. and M. Teng-Calleja, Job attitudes and career behaviors relating to employees' perceived 
incorporation of artificial intelligence in the workplace: a career self-management perspective. 
Personnel Review, 2022(ahead-of-print). 

19. Suseno, Y., et al., Beliefs, anxiety and change readiness for artificial intelligence adoption among 
human resource managers: the moderating role of high-performance work systems. The 
InTernaTIonal Journal of human resource managemenT, 2022. 33(6): p. 1209-1236. 

20. Malik, A., et al., Holistic indigenous and atomistic modernity: Analyzing performance management in 
two Indian emerging market multinational corporations. Human Resource Management, 2021. 60(5): 
p. 803-823. 

21. Malik, A., et al., May the bots be with you! Delivering HR cost-effectiveness and individualised 
employee experiences in an MNE. The International Journal of Human Resource Management, 2022. 
33(6): p. 1148-1178. 

22. Bersin, J. and T. Chamorro-Premuzic, New ways to gauge talent and potential. MIT Sloan management 
review, 2019. 60(2): p. 1. 

23. de Kervenoael, R., et al., Leveraging human-robot interaction in hospitality services: Incorporating the 
role of perceived value, empathy, and information sharing into visitors’ intentions to use social robots. 
Tourism Management, 2020. 78: p. 104042. 

24. Malik, A., et al., Elevating talents' experience through innovative artificial intelligence-mediated 
knowledge sharing: Evidence from an IT-multinational enterprise. Journal of International 
Management, 2021. 27(4): p. 100871. 

25. Garg, R., et al., i-Pulse: A NLP based novel approach for employee engagement in logistics 
organization. International Journal of Information Management Data Insights, 2021. 1(1): p. 100011. 

26. Pratt, M., et al. Use of AI for Improving Employee Motivation and Satisfaction. in Educating Engineers 
for Future Industrial Revolutions: Proceedings of the 23rd International Conference on Interactive 
Collaborative Learning (ICL2020), Volume 2 23. 2021. Springer. 

27. Kaminska, R. and S. Borzillo, Challenges to the learning organization in the context of generational 
diversity and social networks. The Learning Organization, 2018. 

28. Koch, J., R. Plattfaut, and I. Kregel, Looking for talent in times of crisis–The impact of the Covid-19 
pandemic on public sector job openings. International Journal of Information Management Data 
Insights, 2021. 1(2): p. 100014. 

29. Hu, X., et al., Effects of business-to-business e-commerce adoption on competitive advantage of small 
and medium-sized manufacturing enterprises. 2019. 

30. Van der Aalst, W.M., M. Bichler, and A. Heinzl, Robotic process automation. 2018, Springer. p. 269-272. 
31. Jatobá, M., et al., Evolution of artificial intelligence research in human resources. Procedia Computer 

Science, 2019. 164: p. 137-142. 
32. Poba-Nzaou, P., M. Galani, and A. Tchibozo, Transforming human resources management in the age of 

Industry 4.0: a matter of survival for HR professionals. Strategic HR Review, 2020. 19(6): p. 273-278. 
33. Michailidis, M.P., The challenges of AI and blockchain on HR recruiting practices. Cyprus Review, 

2018. 30(2): p. 169-180. 
34. Nankervis, A., et al., ‘Are we there yet?’Australian HR professionals and the Fourth Industrial 

Revolution. Asia Pacific Journal of Human Resources, 2021. 59(1): p. 3-19. 
35. Varma, A., C. Dawkins, and K. Chaudhuri, Artificial intelligence and people management: A critical 

assessment through the ethical lens. Human Resource Management Review, 2023. 33(1): p. 100923. 



13698  5980), 5/ Kuey, 30(et al  RoopalathaDr. N.  

 

36. Pillai, R. and B. Sivathanu, Adoption of artificial intelligence (AI) for talent acquisition in IT/ITeS 
organizations. Benchmarking: An International Journal, 2020. 27(9): p. 2599-2629. 

37. Torres, E.N. and C. Mejia, Asynchronous video interviews in the hospitality industry: Considerations 
for virtual employee selection. International Journal of Hospitality Management, 2017. 61: p. 4-13. 

38. Van Esch, P., J.S. Black, and J. Ferolie, Marketing AI recruitment: The next phase in job application 
and selection. Computers in Human Behavior, 2019. 90: p. 215-222. 

39. Meško, P.-B.M.B.T., M Krstić Ž Management text mining of industry 4.0 job advertisements. Int. J. Inf. 
Manag, 2020. 50: p. 416-431. 

40. Sitzmann, T. and J.M. Weinhardt, Approaching evaluation from a multilevel perspective: A 
comprehensive analysis of the indicators of training effectiveness. Human Resource Management 
Review, 2019. 29(2): p. 253-269. 

41. Agrawal, A., J. Gans, and A. Goldfarb, What to expect from artificial intelligence. 2017, MIT Sloan 
Management Review Cambridge, MA, USA. 

42. Maedche, A., et al., AI-based digital assistants: Opportunities, threats, and research perspectives. 
Business & Information Systems Engineering, 2019. 61: p. 535-544. 

43. Wilson, H.J., P. Daugherty, and N. Bianzino, The jobs that artificial intelligence will create. MIT Sloan 
Management Review, 2017. 58(4): p. 14. 

44. Vinichenko, M.V., et al., Using natural and artificial intelligence in the talent management system. 
International Journal of Recent Technology and Engineering, 2019. 8(3): p. 7417-7423. 

45. Baur, N., Linearity vs. Circularity? On Some Common Misconceptions on the Differences in the 
Research Process in Qualitative and Quantitative Research. 

46. Stratton, S.J., Population research: convenience sampling strategies. Prehospital and disaster 
Medicine, 2021. 36(4): p. 373-374. 

47. Lakens, D., Sample size justification. Collabra: Psychology, 2022. 8(1): p. 33267. 
48. Mazhar, S.A., et al., Methods of data collection: A fundamental tool of research. Journal of Integrated 

Community Health (ISSN 2319-9113), 2021. 10(1): p. 6-10. 
 




