T,

www.ijhssm.org

International Journal of Humanities Social Science and Management (IJHSSM)
Volume 5, Issue 2, Mar.-Apr., 2025, pp: 57-66

ISSN: 3048-6874

Students' Understanding of Artificial Intelligence in Human
Resource Management: An Assessment of Knowledge and
Awareness.

Dr. J. Ethen Malar

Assistant Professor Department of Commerce (Accounting & Finance) Women's Christian College, Chennai
(Affiliated to University of Madras), India

Ashlin Elzada Sharan J
STUDENT 11l B.COM (Accounting & Finance) Women's Christian College, Chennai (Affiliated to University of
Madras), India.

Date of Submission: 25-02-2025

Date of Acceptance: 05-03-2025

ABSTRACT: Along with other disruptive
technologies, robotics and artificial intelligence (Al)
are automating knowledge labor, changing the
character of work, and hastening organizational
reform. The current talent crisis and the adoption of
new technologies are pushing the use of Al tools in
the hiring process, even though there is evidence
that HR departments have historically lagged behind
other functional areas in the competitive value of
big data. The purpose of this qualitative study was
to understand participant attitudes and perspectives
on the adoption and use of Al in this way, as well as
to collect opinions from HR students about the use
of Al technology in the hiring process.
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I. INTRODUCTION

Rapid advancements in artificial
intelligence (Al) are redefining human resources
(HR) by altering traditional practices. Al-powered
tools and platforms are increasingly being used in
HR processes like as hiring, talent management,
employee engagement, and benefits administration.
Since students will be the next generation of human
resources professionals as Al continues to change
the HR landscape, it is imperative to examine their
understanding and knowledge of the technology.

This study aims to examine students'
comprehension and awareness of the applications,
benefits and challenges of artificial intelligence in
human resources. The following questions are the
focus of the investigation.
The purpose of this study is to identify knowledge

gaps, common misconceptions, and areas that
require improvement in training and education by
examining how students understand artificial
intelligence (Al) in HR. The findings will provide
useful data that practitioners, scholars, and
instructors may utilize to develop strategies that will
suitably train the next generation of HR
professionals to use Al.

a) Overview of Artificial Intelligence (Al) in
Human Resource Management.

A synopsis of artificial intelligence and its uses
throughout industries.

Emphasis on the ways in which Al is transforming
human resource management (HRM).
Al-based  performance  analytics, employee
engagement platforms, and recruitment chat bots are
a few examples of Al solutions in HRM.

Al's significance in HRM

Al's expanding involvement in automating HR
procedures like staff management, training, and

hiring.
How Al improves HRM departments' efficiency,
decision-making, and personalization.

Al's strategic benefits to businesses include better
worker experiences and more efficient use of
resources.

Students' Contribution to Al-Driven HR in the
Future

b) As aspiring HR professionals, students will
need to adjust to the field's developments brought
about by Al.

the significance of educating students for HRM
challenges associated to Al.

How students' understanding of Al might affect their
chances for employment and their capacity to help
HR departments adopt Al.
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Evaluation of Students' Present Knowledge and
Awareness

Assessing students' comprehension of Al in HRM is
necessary to find knowledge gaps.

the  relationship  between practical HRM
technologies and academic curriculum,
techniques for evaluating students' knowledge of Al,
including questionnaires, interviews, and case
studies.

Future Directions and Educational Gaps

c) Potential flaws in the way Al is taught in
HRM in the existing educational institutions.
Suggestions for incorporating Al principles into
HRM courses.

academic institutions' contribution to closing the
knowledge gap for aspiring human resources
professionals.

The purpose and extent of the research

Clearly defined study goals, including assessing
pupils' understanding and pinpointing areas in need
of development.

the extent of the study in relation to certain HRM
situations, student demographics, or geographic
focus.

I1. OBJECTIVES OF THE STUDY

To Evaluate Students' Understanding of Al's Use in
HRM

To Determine Knowledge of Al-Related Tools and
Technologies in HRM

To Investigate How Students View Al's Effect on
HR Procedures

To investigate how academic curricula affect
students' understanding of Al in HRM

To Determine Knowledge Gaps and Opportunities
for Enhancement in  Students’ HRM Al
Understanding

To Examine How Demographic Factors Affect
Students' Understanding of Al in HRM

To Make Suggestions for Improving Students'
Understanding and Awareness of Al in HRM

I1l. SCOPE OF THIS STUDY
The study's scope "Students' Understanding of

Artificial  Intelligence in  Human Resource
Management: An Assessment of Knowledge and

Awareness" establishes the parameters for the study.
It comprises the population under study, the
methodological approach, and the particular areas of
attention.

Geographic Range

Depending on the research design, the study will
concentrate on students from a certain nation,
university, or region. For instance, it can concentrate
on students enrolled in HRM programs in
universities in a specific city, nation, or area (such
as universities in Asia, Europe, or the United
States).

The intended audience

Students presently enrolled in undergraduate or
graduate HRM programs, as well as those pursuing
similar professions like business administration,
who are anticipated to become HR professionals in
the future, will be the focus of the study.

Students with different degrees of experience with
technology or Al-related courses may also be
included in the study, enabling a comparison of their
academic backgrounds.

Areas of Focus

The study will concentrate on students' knowledge
of Al-related HRM tools and technologies,
including chatbots, Al-based employee engagement
solutions, employee performance analytics, and Al-
driven recruitment platforms.
Students' comprehension of Al's uses and possible
effects on HRM procedures, including as hiring,
performance reviews, training, and decision-making,
will be investigated.

The study will look at the difficulties and ethical
issues surrounding the incorporation of Al into
HRM.

Methodological Extent

Both descriptive and analytical components will be
included in the scope, with the goal of evaluating
students' present understanding as well as examining
any possible relationships between variables such as
educational background, demographics, and degree
of exposure to Al concepts.
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IV. Research Methodology for the Study
The research methodology for this study
will offer a structured approach to assess students'
knowledge and awareness of Artificial Intelligence
(Al in Human Resource Management (HRM). This
methodology will provide the foundation for the
study, guiding each phase of the research process,
from data collection to analysis, ensuring that the
findings are reliable, wvalid, and contribute
meaningfully to the field of HRM and Al education.
1. Research Design
. Non-Experimental Design: Given that the
study aims to assess the current level of
understanding and awareness of students without
manipulating variables, a non-experimental research
design will be employed. This design allows for the
observation and measurement of students' existing
knowledge on the role of Al in HRM.
) Descriptive and Correlational Approaches:
The study will use a descriptive research design to
provide an overview of students' knowledge and
awareness of Al in HRM. Additionally, a
correlational approach will be employed to explore
possible relationships between students' academic
background, exposure to technology, and their
understanding of Al in HRM.
2. Data Collection Methods
. Primary Data: The primary data will be
collected directly from students through surveys,
questionnaires, and interviews. These methods will
help capture both quantitative and qualitative
insights into students' awareness and perceptions of
Al in HRM.
o Surveys/Questionnaires: The research will
use structured surveys or questionnaires with both
closed-ended and open-ended questions. Closed-
ended questions (e.g., Likert scales) will assess
students' familiarity with specific Al tools in HRM,
while open-ended questions will explore students'
attitudes and perceptions toward Al in HRM and its
applications.
o Interviews: A select group of students may
be invited to participate in semi-structured
interviews. This will allow for a deeper
understanding of students’ attitudes, experiences,
and challenges in relation to Al’s role in HRM.
. Secondary Data: In addition to primary
data, secondary data may be gathered from
academic literature, reports, and case studies
relevant to Al in HRM. This will help contextualize
the research findings and provide comparisons with
existing knowledge on the topic.

3. Data Analysis Techniques

. Quantitative Analysis: The quantitative
data gathered from surveys will be analyzed using
descriptive  statistics, such as frequencies,
percentages, mean, and standard deviation, to
summarize students' responses. Inferential statistics,
like correlation or regression analysis, may be used
to explore the relationship between demographic
factors (e.g., academic background, year of study)
and students' knowledge of Al in HRM.

. Qualitative Analysis: Qualitative data from
open-ended questions and interviews will be
analyzed using thematic analysis. This process
involves identifying recurring themes and patterns
related to students’ understanding and perceptions
of AI’s role in HRM. Thematic coding will help
classify the data into meaningful categories and
provide in-depth insights.

4. Sampling Strategies

. Sampling Method: A probability sampling
method, such as simple random sampling or
stratified sampling, will be used to ensure that the
sample is representative of the student population.
Stratified sampling can be employed to ensure
diversity, including students from different
academic years or educational backgrounds (e.g.,
HRM, Business Administration, Information
Technology).

. Sample Size: The sample size will be
determined based on the total number of students
enrolled in HRM or related programs at the selected
institutions, ensuring that the sample is large enough
to provide statistically valid results. A typical
sample size for such studies might range from 100
to 300 students.

. Sampling Frame: The study will focus on
students enrolled in HRM or related fields, such as
Business Administration, Information Technology,
or Management Science, at selected universities.

5. Ethical Considerations

. Informed Consent: All participants will be
informed about the purpose of the study, the nature
of their participation, and the voluntary nature of
their involvement. Informed consent will be
obtained before participation to ensure students fully
understand their rights and the study's goals.

. Confidentiality: The privacy of participants
will be protected throughout the study. Personal
identifiers will be anonymized or removed from the
data to ensure confidentiality. Data will be stored
securely, and only authorized researchers will have
access to the data.
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. Data Integrity: The research will be
conducted with the highest standards of data
integrity. All collected data will be accurately
recorded and analyzed without any falsification or
manipulation. The results will be reported
transparently and honestly, regardless of whether
they support the research hypothesis.

o Respect for Participants: Ethical standards
will be adhered to throughout the research process.
Students' well-being will be prioritized, and the
study will ensure that no harm or discomfort is
caused to participants. The research will also ensure
that participants have the option to withdraw at any
time without consequence.

By following this methodological approach, the
study will be able to effectively assess the
knowledge and awareness of students concerning
Al's role in HRM. The findings will not only
contribute to a better understanding of students’
preparedness for the future workforce but also
provide valuable insights for educational institutions
to improve their curriculum related to Al in HRM.

V. SECONDARY DATA

Secondary data Secondary data refers to
data that was collected by someone other than the
user. Common sources of secondary data for social
science include censuses, information collected by
government departments, organizational records and
data that was originally collected for other research
purposes. Secondary data analysis can save time that
would otherwise be spent collecting data and,
particularly in the case of quantitative data, can
provide larger and higher quality databases that
would be unfeasible for any individual researcher to
collect on their own. Secondary data consists of
information that already exists somewhere and has
been collected. The source of secondary data can be
classified as internal and external sources. Internal
sources include data that exists and is stored within
the organization. External data is data that is
collected by other people or organizations from the
organization's external environment.

VI. SECONDARY DATA COLLECTION

The secondary data for the study has been collected
from available sources such as literature, journals,
past research papers and articles based on the
research topic and web search.

VIl. ROLES OF Al IN HR (HUMAN
RESOURCE)

1. Automated Sourcing: Al-powered tools scour
social media, job boards, and professional networks
to find top talent.
2. Intelligent Screening: Al-driven algorithms assess
resumes, cover letters, and online profiles to identify
best-fit candidates.
3. Predictive Analytics: Al analyzes candidate data,
predicting job performance, retention, and cultural
fit.
4. Chatbots and Virtual Assistants: Al-powered
conversational tools engage candidates, answer
questions, and schedule interviews.
5. Skill Assessments and Tests: Al-administered
skills evaluations and psychometric tests help
identify top candidates.
6. Video Interview Analysis: Al assesses candidate
responses, body language, and tone to evaluate fit
and potential.
7. Diversity and Bias Detection: Al identifies and
mitigates unconscious bias in job descriptions,
candidate sourcing, and selection processes.
8. Automated Reference Checks: Al streamlines
reference verification, ensuring faster and more
accurate candidate evaluation.
9. Personalized Candidate Experience: Al-driven
communication and engagement tools enhance the
candidate experience.
10. Data-Driven Decision Making: Al provides
actionable insights, enabling data-informed hiring
decisions.
11. Recruitment and Talent Acquisition: Al-
powered tools for candidate sourcing, screening, and
selection.
12. Employee Onboarding: Al-driven personalized
onboarding experiences and automated paperwork.
13. Performance Management: Al-assisted goal
setting, feedback, and performance evaluations.
14. Learning and Development: Al-recommended
training programs and personalized learning paths.
15. Employee Engagement: Al-powered sentiment
analysis and engagement metrics.
16. Benefits Administration: Al-automated benefits
enrollment and management.
17. Payroll Processing: Al-driven payroll processing
and compliance management.
18. Workforce Analytics: Al-powered insights for
workforce planning and talent management.
19. Diversity, Equity, and Inclusion: Al-assisted
bias detection and diversity metrics.
20. HR Chatbots and Virtual Assistants: Al-powered
support for employee inquiries and issues.
21. Predictive Analytics: Al-driven predictions for
turnover, retention, and talent development.
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22. Compliance and Risk Management: Al-assisted
monitoring and reporting for regulatory compliance.
23. Employee Data Management: Al-secured and
automated employee data management.

24. Succession Planning: Al-identified talent
pipelines and development plans.
15. HR Process Automation: Al-driven automation

of routine HR tasks and processes.

VIIl. INTERPRUTATION

Sample size

FEMALE | MALE Age
Target samples
Year of stud Count of Year of stud L7 1 18-20

ear of study ount of Year of study 5 5 20-23

3rd year 25 5 - 17

1 - 26
2nd year 15

1 - 32
1st year 7 - 1 28
Working 3
Data Analysis
Do_ypu bellgve Al can improve HR processes and IMPORTANCE
decision-making?
Somewhat agree 15
Agree 14
Neutral 10
Strongly agree 7
Disagree 4
Responses Do you think Al will replace human HR

professionals?

20 Yes
19 No
11 Not decided
Responses Have heard of artificial intelligence before?
44 Yes
6 No
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ResnoNses Have you heard of HR analytics tools like Predictive
P Analytics or Chat bots?

27 Yes

23 No

IMPORTANCE Hoyv_comfortgble_ are you with the idea of Al-driven

decision-making in HR?

31 Somewhat comfortable

13 Very comfortable

6 Not comfortable

Responses What Al technologies are commonly used in HR?

18 Chatbots

18 Machine learning

9 Natural language processing

5 Predictive analytics

Responses What ethical concerns do you have about Al in HR?

8 Bias in decision-making

13 Data privacy

26 Job displacement

3 Lack of transparency

Responses What HR functions do you think Al can be applied to?

17 All of the above

9 Employee Engagement

9 Talent Management

8 Recruitment

| Impact Factor value 7.52 |

ISO 9001: 2008 Certified Journal Page 62




www.ijhssm.org

¢

International Journal of Humanities Social Science and Management (IJHSSM)
Volume 5, Issue 2, Mar.-Apr., 2025, pp: 57-66

ISSN: 3048-6874

7 Performance Management
Responses "What is Machine Learning (ML)
19 Supervised Learning
11 Deep Learning
10 Neural Networks
7 Reinforcement Learning
3 Unsupervised Learning
IX. FINDINGS puts human control and ethical considerations first,
even as it acknowledges possible benefits
. Research constraints and implications

Due to the fact that the data are gathered exclusively
from the opinions of professionals and students who
have ever used the e-learning module, self-
perception bias results.

. Identified common uses
performance management, enhanced
experience, and automated recruitment

. A significant number of respondents
mention the potential advantages of Al, such as
individualized assistance and expedited procedures,
demonstrating an appreciation of Al's importance in
raising productivity at work.

. Responses regarding comfort levels using
Al tools reveal a range of comfort levels, with some
people reporting extreme comfort and others
reporting either moderate or no comfort at all. This
shows that in order to boost confidence when
utilizing Al technologies, education and training are
necessary.

. There are many people who are worried
about bias in decision-making, data privacy, and job
displacement. A need for a balanced integration of
technology and human labor was highlighted by the
several responders who stated their opinion that,
while Al can increase efficiency, it shouldn't
completely replace human roles.

. A large number of respondents expressed a
value for diversity, equity, and inclusion in Al
applications, demonstrating an understanding of the
moral ramifications of Al and the significance of
maintaining just procedures in automated systems.

) The general attitude is one of cautious
optimism about Al's place in the workforce. There is
a strong argument for responsible Al adoption that

include
employee

X. SUGGESITIONS
1. Al should not be utilised in every area of HR
field but when it is necessary only it should be
used so that human labour also gets equal
importance in the presence of Al generation
world.
2. Al skills might improve the work efficiency

3. Artificial intelligence of the professional

4. Yes , | suggested Al but overview of project,
work

5. Up to the level unless and until it won't replaces
their jobs

XI. CONCLUSION

According to the statistics, there is a lot of
interest in the nexus between artificial intelligence,
automation, and human resources, but there is also
some trepidation about its potential consequences.
Although they are aware of how Al might improve
working procedures, participants are nevertheless
wary of the ethical and societal ramifications of this
technology. This is an opportunity for organizations
and educators to offer training and materials that
address these worries and promote a deeper
comprehension of Al's potential and constraints.
Overall, the results indicate that although if artificial
intelligence (Al) will continue to be a significant
factor in determining the nature of work in the
future, it is critical to make sure that its integration
supports fair practices and upholds a human-
centered perspective.

REVIEW OF LITERATURE
The integration of Artificial Intelligence
(Al) into Human Resources (HR) has rapidly
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emerged as a critical aspect of organizational
transformation. Al technologies, including machine
learning, natural language processing, and predictive
analytics, have been adopted for various HR
functions, such as recruitment, performance
management, employee engagement, and talent
management. The potential of Al in HR has
generated both excitement and concerns, making it
an area of extensive academic and professional
discourse.

Evolution of Al in HR

The application of Al in HR has seen
significant growth in recent years, with Al-driven
tools increasingly being implemented in
recruitment, employee performance assessments,
and even employee retention strategies. Early
studies focused on automating repetitive tasks
within HR, such as resume screening and data entry,
to save time and reduce human error (Stone et al.,
2015). As Al technologies have advanced, their
applications have expanded to more sophisticated
functions, such as predictive analytics, Al-driven
decision-making, and employee sentiment analysis
(Chien & Chen, 2020). These technologies are now
seen as crucial for enhancing the strategic role of
HR departments within organizations (Huang &
Rust, 2021).

Benefits of Al in HR

A key advantage of Al in HR is its ability
to improve efficiency and reduce human bias in
hiring and employee management processes. Al-
powered recruitment tools, such as chatbots and
resume screening software, can significantly speed
up the hiring process while reducing the subjectivity
that often accompanies human judgment (Binns,
2018). Additionally, predictive analytics tools help
organizations predict employee performance and
potential retention, enabling HR departments to
make more informed decisions (Gartner, 2020).
Furthermore, Al can enhance the employee
experience by providing personalized training
recommendations and career development pathways
based on individual performance data (Jain &
Mangal, 2020).

Studies also highlight AI’s role in reducing
administrative burdens within HR. For example, Al-
driven chatbots can handle employee inquiries
related to benefits, payroll, and general HR policies,
freeing up HR professionals to focus on more
strategic tasks (Tambe et al., 2019). This allows HR
departments to move from administrative functions
to more value-added roles in employee development
and organizational strategy.

Challenges and Ethical Concerns

Despite the advantages, the integration of
Al into HR has raised several ethical and
operational concerns. One major issue is the
potential for bias in Al algorithms, especially when
they are trained on historical data that may reflect
existing inequalities (O'Neil, 2016). Al systems, if
not properly designed, could perpetuate
discrimination  in  recruitment,  performance
assessments, and promotions, leading to ethical and
legal implications. A study by Dastin (2018)
revealed how Al recruitment tools were found to
favor male candidates over female candidates due to
biased data, which has prompted calls for more
responsible Al implementation.

Data privacy is another significant concern.
HR departments handle sensitive employee
information, and the use of Al tools requires careful
management to ensure that personal data is
protected. The European Union's General Data
Protection Regulation (GDPR) has put a spotlight on
the need for organizations to implement stringent
measures to safeguard employee data, particularly
when using Al-powered systems (Zengler & Cook,
2020). Without proper safeguards, Al systems could
expose companies to legal liabilities regarding
employee privacy.

Additionally, job displacement remains a
concern among HR professionals and employees.
While Al can automate repetitive tasks, there is a
fear that it could lead to the reduction of HR jobs,
particularly in areas like recruitment and
performance management (Brynjolfsson & McAfee,
2014). However, other scholars argue that Al will
complement human labor rather than replace it,
emphasizing that Al should be seen as a tool to
enhance human decision-making rather than
supplant it (Huang & Rust, 2021).

The Role of HR Education in Al Integration

The rapid pace of Al adoption in HR
necessitates a reevaluation of HR education and
training. As the current and future generations of
HR professionals become more accustomed to Al, it
is essential that academic programs and professional
development initiatives equip them with the
necessary skills to effectively use Al tools. Research
by Saldafia et al. (2020) emphasizes the need for HR
curriculums to include Al and data analytics
components to prepare future HR professionals to
work alongside Al technologies. Furthermore, HR
professionals must understand both the capabilities
and limitations of Al to ensure its ethical and
effective use within their organizations.
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Perception of Al in HR by Students and
Professionals

The study you’ve conducted reveals
important insights into how HR students perceive Al
in the recruitment process. According to previous
research, while there is broad enthusiasm for AI’s
potential to improve efficiency, there is also a
significant level of apprehension surrounding its
ethical  implications, including  bias, job
displacement, and lack of transparency (Chien &
Chen, 2020). This aligns with findings from a study
by Marler & Boudreau (2017), which indicates that
while HR professionals recognize the value of Al
tools, they also acknowledge the challenges
associated with their implementation.

Moreover, a study by Newman et al. (2018)
found that HR professionals’ comfort with Al
technology varies, with younger generations and
those with more technical knowledge being more
open to Al adoption. This trend is also reflected in
your research, where students expressed a range of
comfort levels with Al-driven decision-making in
HR.

Conclusion

The integration of Al in HR offers
immense opportunities to enhance efficiency,
improve decision-making, and revolutionize HR
processes. However, the ethical and operational
challenges must be carefully managed to ensure that
Al is used responsibly and equitably. Educating HR
professionals and students about AI’s potential,
limitations, and ethical concerns is crucial for
fostering a balanced and human-centered approach
to Al adoption in HR. Future research should
continue to explore the evolving role of Al in HR,
with a particular focus on its impact on HR
practices, workforce dynamics, and the broader
societal implications of Al-driven automation.

QUESTINARE

Demographics

1. Name

2. Age

3. Gender

4, Year of study

Al Awareness

5. Have heard of artificial intelligence before?
6. How familiar are you with Al?

Al in HR knowledge

7. What comes to your mind when you hear
Al?

8. Have you heard of Al being used in Human
Resources (HR)?

9. What HR functions do you think Al can be
applied to?

10. How do you think Al can benefit HR
processes?

11. What is Machine Learning (ML), and how
is it related to Al?

12. Have you heard of HR analytics tools like
Predictive Analytics or Chatbots?
13. How do you think Al can enhance

employee experience?
14. Do you think Al will replace human HR
professionals?

15. How comfortable are you with the idea of
Al-driven decision-making in HR?

16. Do you believe Al can improve HR
processes and decision-making?

17. What Al technologies are commonly used
in HR?

18. What ethical concerns do you have about
Al in HR?

19. How important is it for HR professionals to

understand Al?

Additional commands

20. Do you have any suggestions for HR
professionals to develop Al skills?
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