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Abstract - This study investigates how Artificial
Intelligence (AI) enhances the effectiveness of
Human Resource (HR) functions while analyzing its
perceived benefits and limitations from both HR
professionals and employees. Based on responses
from 186 participants, the research reveals that AI
positively impacts recruitment, performance
evaluation, and employee efficiency, while concerns
around emotional intelligence, human judgment, and
trust remain. Statistical tools confirmed both
significant and non-significant relationships between
employee variables and AI effectiveness, highlighting
the need for ethical integration and human-AI
collaboration in HR systems.
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1.INTRODUCTION

This research examines the role of AI in transforming
HR practices through automation, data-driven
decisions, and enhanced employee engagement. It
evaluates how AI-powered tools influence job
satisfaction, workload, and trust, particularly in areas
such as recruitment and performance management.
While AI introduces efficiency and fairness, it also
raises challenges around emotional depth and
transparency, necessitating a balanced, human-
centered approach. Understanding these dynamics
will help businesses implement AI in a way that
complements human expertise, enhances employee
experience, and fosters trust, ultimately leading to a
more productive and engaged workforce.

1.1 Objectives of the Study
Primary Objective:
To study the effectiveness of AI in HR processes
and its benefits for employees.
Secondary Objectives:
 To explore the impact of AI on recruitment

processes.
 To examine the influence of AI on

performance management.
 To assess employee satisfaction while using

AI tools.
 To analyze employees' trust and acceptance

of AI in decision-making.

1.2. RESEARCHMETHODLOGY

This study uses a descriptive research design and a
structured questionnaire to collect primary data from 186
respondents from Careerschool HR Solutions in Chennai.
Convenience sampling was used. Statistical tools such as
percentage analysis, chi-square test, t-test, ANOVA, and
regression were applied to analyze the data and identify
patterns, relationships, and significance between AI
applications and employee responses.

2. DATA ANALYSIS AND INTERPERTATION
2.1. PERCENTAGE ANALYSIS FOR EFFECTIVENESS OF
AI IN SCREENING AND SHORTLISTING CANDIDATES
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INTERPRRETATION :

Amajority of respondents perceive AI to be effective in
screening and shortlisting candidates—37.6% rated it as
highly effective and 34.4% as somewhat effective, totaling
72% positive perception. Meanwhile, 15.1% remained
neutral, and only a small portion (12.9%) viewed AI as not
very effective or not effective at all. This suggests a strong
confidence in the capabilities of AI in recruitment
processes, with relatively low skepticism.

2.2 PERCENTAGE ANALYSIS FOR TRUST IN AI-DRIVEN
WORKPLACE DECISIONS:

INTERPRRETATION :

28.0% of the respondents stated that they do not trust
AI-driven decisions in the workplace, while 24.7% were
unsure. 25.8% completely trust AI decisions, and 21.5%
trust AI but prefer human validation. This indicates that
while a significant portion of respondents (47.3%) exhibit
some level of trust in AI decisions, a slightly higher
percentage (52.7%) either distrust or remain uncertain,
reflecting a divided perception regarding the reliability of
AI in decision-making processes.

2.3 PERCENTAGE ANALYSIS FOR IMPACT OF AI ON
EMPLOYEEWORKLOAD

INTERPRRETATION :
28.0% of the respondents reported that AI has
significantly reduced their workload, while 26.9%
mentioned a slight reduction. Another 26.9% stated that
AI has actually increased their workload, and 18.3%
experienced no impact. This indicates that a majority of
the respondents (54.9%) believe AI has helped reduce
their workload to some extent, while 45.2% either saw no
change or experienced an increased workload.

2.4 PERCENTAGE ANALYSIS FOR PERCEPTIONS OF AI-
GENERATED PERFORMANCE EVALUATIONS
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INTERPRRETATION :
A majority of respondents view AI-generated performance
evaluations positively, with 44.1% considering them
somewhat accurate and 36.6% finding them highly
accurate and fair. Only a small portion expressed
neutrality (12.9%) or concern, with 6.5% labeling them as
inaccurate and unfair. This suggests general trust in AI for
performance reviews, though some skepticism remains.

CHI-SQUARE TEST:

H₀ (Null Hypothesis): There is no significant relationship
between AI effectiveness in recruitment and years of
experience.

H₁ (Alternative Hypothesis): There is a significant
relationship between AI effectiveness in recruitment and
years of experience.

INFERENCE:
The calculated significance value is 0.291, which is higher
than the significance threshold of 0.05 (0.291 > 0.05).
Hence, H₀ is accepted, and Hₐ is rejected. There is no
significant relationship between AI effectiveness in
recruitment and the years of experience of employees.
This indicates that employees, regardless of their
experience level, perceive AI recruitment similarly.

INDEPENDENT T-TEST:
H₀ (Null Hypothesis): There is no significant difference in
perception of AI-generated performance evaluations
based on years of experience.
H₁ (Alternative Hypothesis): There is a significant
difference in perception of AI-generated performance
evaluations based on years of experience.

INFERENCE:
The calculated significance value is 0.027, which is lower
than the significance threshold of 0.05 (0.027 < 0.05).
Hence, H₀ is rejected, and Hₐ is accepted. There is a
significant difference in perception of AI-generated
performance evaluations based on years of experience.
This suggests that experience level influences how
employees evaluate the fairness and accuracy of AI
assessments.

REGRESSION ANALYSIS:
H₀ (Null Hypothesis): Identified trust factors
(transparency, oversight, fairness) do not significantly
predict AI acceptance.
H₁ (Alternative Hypothesis): Identified trust factors
significantly predict AI acceptance.

INFERENCE :
The calculated significance value is 0.171, which is higher
than the significance threshold of 0.05 (0.171 > 0.05).
Hence, H₀ is accepted, and Hₐ is rejected. This means that
trust factors such as transparency, human oversight, and
fairness do not significantly predict AI acceptance among
employees. Other variables might have a stronger
influence on acceptance.
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3. CONCLUSIONS:

This study aimed to evaluate the effectiveness of Artificial
Intelligence (AI) in Human Resource (HR) processes and
its associated benefits for employees. Based on the data
collected and analyzed, it is evident that AI has made
significant inroads into HR functions, particularly in
recruitment and performance management. A majority of
respondents acknowledged the usefulness of AI in
improving efficiency, speeding up recruitment, and
enhancing fairness in candidate shortlisting and
evaluations.
However, the study also highlighted notable concerns
among employees. While many appreciate the time-saving
and insight-generating capabilities of AI tools, issues such
as lack of human judgment, limited understanding of soft
skills, and emotional intelligence were frequently cited.
These concerns indicate that although AI offers
operational benefits, it cannot entirely substitute human
interaction in areas requiring empathy, discretion, and
nuanced decision-making.
Trust in AI systems emerged as a mixed sentiment.
Although some respondents demonstrated high levels of
comfort and confidence, a significant portion remained
skeptical or uncertain. The findings further suggest that
factors like transparency, human oversight, and fairness—
though important—do not singularly determine AI
acceptance, implying that organizational culture and
employee experience may play a stronger role.
In conclusion, while AI has the potential to transform HR
functions positively, its success largely depends on how it
is implemented and perceived by employees.
Organizations should focus on balancing technological
advancement with human-centered practices to ensure AI
adoption leads to improved outcomes for both HR
departments and the workforce.
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