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Abstract 

Introduction: The integration of AI has significantly improved the business management process. Moreover, it is a 

relevant technology for managing human resources. Therefore. The study aims to understand the transformation and 

importance of AI for GR management. In the introduction sanction research question and objective are presented.  

Literature Review: A review of past studies on customer satisfaction and consumer behaviour data was conducted. More 

in-depth viewpoints on the subject were developed. 

Methodology: IBM SPSS was used to carry out quantitative analysis following the main data gathering. Thirteen-item 

questionnaires were distributed to seventy survey participants; those who were chosen for an interview to collect data. 

Findings: It was observed that the HR department's use of AI software greatly enhances corporate administration. 

However, there are several obstacles that affect the implications of the same. Data security, for example, is a major issue 

that companies must deal with. Moreover, issues like continuing to be relevant in the field are quite difficult. But all of it 

is compatible with well-crafted strategic planning.  

Discussion: The research's conclusions are rationally analysed, and suggestions based on statistical analysis are offered. 

Conclusion: A succinct analysis of the findings together with a research summary are offered to provide a quick overview 

of the entire empirical inquiry. 
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Introduction 

 The streamlined use of AI has revolutionised the business. Moreover, more efficient systems of business 

management can be achieved with the integration of AI technologies (Wamba et al. 2020). Therefore, the study focuses on 

the AI technologies that have transformed HR operations. In addition, the study sheds light on best practices and case 

studies for a comprehensive understanding.  

 Despite the benefits it provides there are some contests impacting the implication of AI technology in HR. The 

challenge is figuring out best practices for effective adoption and comprehending the precise effects of AI on HR (Allioui 

& Mourdi, 2023). understanding the same KPIs such as employee performance and satisfaction monitoring and 

communication with employees can be beneficial. As per the opinion of Regona et al. (2022), different industries have 

different needs. Therefore, understanding the needs of the employee is a significant challenge for implement the best 

practices for an AI-based HR operation.  
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Figure 1: India's projected market size for HRM technology in 2021 

("Source: Statista, 2024”) 

  

Figure 1 of the study illustrates the process of marketing for HRM technology in 2021. It can be seen that modern 

technology has significantly improved the hiring process for the business. The market size related to hiring is 480 million 

USD followed by technologies that aid the training process which is 240 million USD (Statista, 2024). On the other hand, 

it can be seen that the spending on exit and alumni is 5 billion USD indicating that most of the spending is on the hiring 

and learning process (Statista, 2024). Such data indicate the growth of advanced technology in business management 

justifying the rationality of the study.  

Aim 

 The study aims to understand the impact of AI on transforming HR operations and best practices for the same.  

“Research Objectives” 

RO1: To understand the impact of AI on transforming HR operations for business 

RO2: To identify the factors essential for adapting AI to transform HR operations for business 

RO3: To address the challenges associated with the adoption of AI in HR operations   

RO4: To suggest tangible solutions for countering the challenges of adapting AI in HR operations 

“Research Questions” 

RQ1: What is the impact of AI on transforming HR operations for business? 

RQ2: What are the factors essential for adapting AI to transform HR operations for business? 

RQ3: How to address the challenges associated with the adoption of AI in HR operations? 

RQ4: What are tangible solutions for countering the challenges of adapting AI in HR operations? 

 

Literature Review 

Analysis of the impact of AI on transforming HR operations for business 

 Considering the changes in the business environment it can be stated that the implementation of AI has a 

significant role in business management. As per the opinion of Oswal, Ateeq & Mathew (2021), the recruiting process is 

significantly improved with the help of AI. For instance, a dynamic sight of the career can be provided to the candidates.  



Journal of Informatics Education and Research 
ISSN: 1526-4726 
Vol 4 Issue 3 (2024) 
 

228 
http://jier.org 

 
Figure 2: Impact of AI in business  

(Source: Tasheva & Karpovich, 2024) 

 

Additionally, the sourcing of the employees has significantly changed. On the other hand, Tasheva & Karpovich (2024) 

have specified the benefits of introducing AI for the onboarding process. It was noted that features such as curated videos 

and automated messages are significant for maintaining a connection with the candidate.  

 

 
Figure 3: AI on transforming HR operations 

(Source: Kelley, 2022) 
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 After the hiring process, AI is noted to be an influential element in the training process. As stated by Kelley (2022), 

the training process of the employee significantly improves with the help of AI. “ 

 

Process Factors 

Learning • Curated Training 

• Skill Development 

Engagement • HR Chatbot 

• Engagement Surveys 

Onboardings • Dynamic Career Sites 

• Smart Sourcing 

Recruiting • Automated Messages  

• Curated Videos 

Table 1: Process and factors for AI in HR” 

 

Therefore, the skill development of the employee can significantly be improved with curated content. As per the opinion 

of Stahl et al. (2020) communication is a key element for managing the process of human resource management. Hence, 

features such as HR chatbots and effective communication play a key role in engaging with the employee.  

 

Challenges associated with the implementation of AI for HR operations 

 It was noted that there are some significant challenges associated with the implications of AI. One of the key 

trends in the case study of businesses that have integrated AI was noted to be a lack of human interaction. Furthermore, 

Norbäck & Persson (2024) have stated that the cognitive ability of a person is significantly impacted by the use of AI. 

Therefore, the creative thinking of a person gets destroyed by the implication of AI. 

 

 
Figure 4: Challenged associated with AI in management  

(Source: Reim Åström & Eriksson, 2020) 
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 Furthermore, it was noted that AI technology needs a separate set of talent for managing its effectiveness. As per 

the opinion of Cubric (2020) lack of skilled resources is one of the significant factors that hinders the effectiveness of 

integrating AI into a business. Therefore, it can be stated that for integrating AI businesses need to invest in additional 

resources. Furthermore, the AI system runs on data therefore, challenges such as data security and accuracy are there. As 

per the suggestion of Reim Åström & Eriksson (2020) miscalculated data can hinder the formal outcome. Therefore, 

accuracy is a major concern when it comes to integrating AI for human resource management.  

 

“Methodology” 

For the study primary quantitative methods were used. Purwanto (2021) opined that gathering “primary 

quantitative data” is reasonable as it aids in getting experiential knowledge from the participants, which helps provide 

pertinent findings. To better explain the research issue, the study also employed “descriptive statistics” and a deductive 

research approach. The information was gathered via a “questionnaire that included questions for 70 people” with varying 

ages, genders, and economic levels.  

 
Figure 5: Factors of Primary Quantitative Method 

 

“Thirteen closed-ended questions” were included in the questionnaire; “ten of them dealt with variables, and three 

of them indicated demographic information”. “Operational datasets” was used to analyse the data proficiency (Pandey & 

Pandey, 2021). To get pertinent results, SPSS analysis was used throughout the entire study procedure. The method of 

assessing the data included determining the import of the results from the “regression analysis, ANOVA test, and 

correlational analysis”. Therefore, “descriptive statistics” were included to determine the size and spread of the dataset.  
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“Figure 6: Gender 

(Source: SPSS analysis)” 

 

 Breakdown of the genders of those who participated is shown in Table 2 and Figure 6, where it is observed that 

there were about 30% female participants and 60% male participants. In addition, 10% of the participants identified as 

belonging to a different gender category.  

Age Group 

 

“Table 3: Age Group 

(Source: SPSS analysis)” 

 

 
“Figure 7: Age Group 

(Source: SPSS analysis)” 
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 The population's age group breakdown is presented in Table 3 and Figure 7. It is evident that 10% of participants 

were under the age of twenty. There is a participant of 60% between 20 and 35. Furthermore, a percentage of 30% of 

individuals aged 35 to 60 are shown. Consequently, it can be assumed that the group with the largest representation of 

participation is those between the ages of 20 and 35.  

 

Monthly Income 

 
“Table 4: Monthly Income 

(Source: SPSS analysis)” 

 

 
“Figure 8: Monthly Income 

(Source: SPSS analysis)” 

 

 The population's monthly income breakdown is shown in Figure 8 and Table 4. It is evident that 20% of 

participants earned less than RS 18000. A percentage of 50% was seen between RS 18000 and 30000, and 30% was seen 

between RS 30000 and 50000. As a result, it can be stated that the middle-income group made up the majority of the data 

set.  

“Statistical Analysis” 

“Descriptive Analysis” 

 

“Table 5: Descriptive analysis of different variables 

(Source: SPSS analysis)” 
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 Table 5 has the data that aid in the evaluation of the factors using descriptive statistics. Descriptive statistics are 

useful for evaluating the connection between multiple variables associated with a study (Cooksey & Cooksey, 2020). 

Therefore, descriptive statistics is included in the study for wide comprehension of the dataset. The dependent variable has 

a mean value of 3.7000 and a standard deviation was noted to be 1.19601. The mean value for the "first variable is 4.0000 

and the standard deviation of the same was noted to be 1.74456. Second, the variable of the empirical analysis has a standard 

deviation of 1.61155 and a mean value of 3.8000.  

For the “third independent variable”, the mean value can be seen to be 3.9000 and the standard deviation is 

1.65196. Furthermore, the fourth independent variable provided a mean value of 3.6000 and a standard deviation value of 

1.75615. Therefore, it can be stated that for every variable, the standard deviation is higher than the mean value. Such data 

sets aid in understanding the speed and foundation of the data set. Additionally, the outliers can be identified with the same 

(Salcedo & McCormick, 2020). Based on the presented data it can be stated that the data is clustered around the mean. 

Furthermore, the speed of the same is not on the higher side. 

 

Hypothesis analysis  

Hypothesis 1: Employee performance and satisfaction is directly influenced by employee training using AI  

 

“Table 6: Regression analysis of H1 

(Source: SPSS analysis)” 

 

 The above table is associated with the “regression analysis of the first hypothesis” of the study. As per the opinion 

of Ahmed & Ganapathy (2021), AI has significantly influenced the curation of training material for a business. Therefore, 

a relationship between employee performance and satisfaction (DV) and employee training using AI (IV1) is presented in 

the first hypothesis. The value of significance for the first hypotheses is 0.000 indicating that the hypothesis has sufficient 

evidence in support. At the same time, it can be stated that all the possible null hypotheses can be rejected based on the 

significance value of 0.000 (Pallant, 2020). An F value of 104.250 indicated statistical significance and can be trusted for 

conclusive outcomes.  
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Hypothesis 2: The level of implementing AI is related to employee performance and satisfaction  

 

“Table 7: Regression analysis of H2 

(Source: SPSS analysis)” 

 

  The above table is associated with the “regression analysis of the second hypothesis” where a relation between 

employee performance and satisfaction (DV) is presumed with the level of implementing AI (IV2). As per the opinion of 

Yang (2022), the current status of the technology and its relevance with other advanced technologies influences employee 

management. Hence, for a vivid understanding of the same the relation was presumed. The significance value can be seen 

to be 0.000 and the F statistics is 50.486. Such value indicates that there is statistical significance in the analysis and the 

hypothesis is supported with evidence (Zhou et al. 2021). In addition, the null hypothesis of the same can be rejected 

consistently.  

 

Hypothesis 3: Employee performance and satisfaction have an influence and direct relation with the type of AI 

technology used in HR operation  

 

“Table 8: Regression analysis of H3 

(Source: SPSS analysis)” 
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 The above table is associated with the "regression analysis of the third hypothesis”. According to the 

understanding of Enholm et al (2022), the type of AI technology has a significant influence on the operation of a business. 

Therefore, a relationship between Employee performance and satisfaction (DV) and the type of AI technology used in HR 

operation (IV3) is presumed in the third hypothesis. It can be seen that the third R-value of the regression analysis is 0.652 

and the R square value of the same is 0.425. Such data indicated that a 65% change in the IV3 can impact the DV, 

additionally, there is a 42% possibility of such an occurrence (Sadriddinovich, 2024). On the other hand, the F statistics of 

50.311 indicated that the study is statistically significant.  

 

Hypothesis 4: Employee performance and satisfaction using AI tools have a relation with the industry of the business  

 

“Table 9: Regression analysis of H4 

(Source: SPSS analysis)” 

 

The above table of the empirical analysis is associated with the “regression analysis of the fourth hypothesis”. The 

implication of advanced business technology is directly associated with the type of business (Loureiro, Guerreiro & 

Tussyadiah, 2021). Therefore, a relation between the (DV) and (IV4) is presented in the fourth hypothesis of the study. It 

can be seen that the “significance value is 0.000 indicating that the hypothesis is supported with relevant pieces of 

evidence”. In addition, the “null hypothesis for the same can be rejected”. The F statistics of 25.422 indicated the statistical 

significance of the empirical analysis. Therefore, based on the responses of the participants it can be understood that the 

implementing AI for HR needs to be aligned with the industry of the business.,  

 

Discussion 

 Therefore, a deleted analysis of the impact of AI on HR management is presented in the primary quantitative 

analysis. For the data collection, a set of 70 participants were selected and based on their responses the final outcome of 

the study was designed. As stated by (Pandey & Pandey, 2021) with the help of a primary quantitative analysis accurate 

relation of a study can be predicted. Therefore, the data was gathered with the help of 13 questions. Furthermore, based on 

the collected data a numeric data set was formulated which was further analysed with the help of IBM SPSS software.  

It was noted that the implementation of AI for HR performance; has certain challenges. For instance, data security was 

noted to be a major concern as the AI-based software runs on data (Martínez et al. 2022). Furthermore, the relevance and 

types of software used of the same were noted to be factors that impact the implication. As stated by Blasiak, Khong & 

Kee (2020) the use of AI aids in curating relevant training material. Hence, the needs of the employee can be met 
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accordingly. Furthermore, Benbya, Davenport & Pachidi (2020) has seen the implication of AI as a system for increasing 

efficiency. Hence, with the implication of an AI system, an effective system for human resource management can be 

achieved. 

 

Recommendation  

Based on the analysis following recommendations are presented  

● It is recommended to have a committee in order to plan the financial budget and strategy for integrating AI.  

● Understanding the characteristics of the industry is recommended for better implications of AI. 

● Implementing the needs of the employee is important for the implication of AI in HR apportion  

● Including data security measures are recommended for incorporating AI in the HR operations.  

 

Conclusion 

 Thus, the study has presented the importance and an overall understanding of AI systems for HR operations. It 

was noted that the implication of AI software for the HR operation significantly improves business management. On the 

other hand, there are certain challenges that impact the implication of the same. For instance, data security is a significant 

challenge that businesses need to encounter. Furthermore, challenges such as maintaining relevance in the industry are 

quite challenging. However, recommendations are presented that can aid in further improvement of the HR operation with 

AI. Moreover, the objective of the study is met based on the analysis.  
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Appendix 1: Primary concerns of using AI  

 

 

(Source: https://www.statista.com/chart/13840/main-concerns-ai-customer-service-india/) 

 

“Appendix 2: Survey questionnaire 

Survey link: https://docs.google.com/forms/d/1A2bdwsYyA12vhK6AWFcsjdKHG03P0Y-2biloV4wX4mU/edit” 

1. “What is your Gender? 

2. What is your age (In Years)? 

3. What is your monthly Income? 

4. Employee performance can be improved with the best practices in HR operations. 

5. Employee satisfaction is directly associated with the quality of human resource management.  

6. Employee training can be improved significantly with the help of AI.  

7. AI aids in designing relevant and personalized training material according to the needs of individual 

employees.  

8. The level of integration of AI technology is directly associated with the performance of HR.  

9. The extent of integrating AI for HR operations impacts the quality of human resource management. 

10. Implementing different types of AI technology can improve the HR operation significantly.  

11. AI tools such as chatbots, analytics and ML aid to meet the different human resource management 

requirements.  

12. Each industry has different needs that require different types of AI tools for HR operations. 

13. Adaptability of HR opinion for AI technology is directly associated with the type of industry of a 

business.” 

 

https://www.statista.com/chart/13840/main-concerns-ai-customer-service-india/

