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ABSTRACT 

 

This study explores the emerging field of artificial intelligence (AI) and how it can be used in the human 

resources (HR) industry. Knowing AI's function and implications is essential as more and more companies use it 

to improve HR procedures. This study uses a demographic analysis approach to investigate the various 

consequences of AI adoption in HR practices.The first section of the paper sets the scene for the growing 

importance of AI in HR by emphasizing how it may improve hiring, talent management, and employee 

engagement. The study examines how several demographic parameters, including age, gender, education level, 

and cultural background, affect employees' acceptance and integration of AI by using demographic data.The 

report also looks at the potential and problems that come with implementing AI in HR departments across a 

range of business contexts. In order to provide fair and equitable results in decision-making processes, it 

investigates potential biases present in AI algorithms as well as mitigation measures.Additionally, the study looks 

into how AI-driven analytics may be used to forecast labor trends and improve HR plans in response to 

changing business requirements. Organizations can customize AI solutions to address certain labor 

characteristics and improve overall operational efficiency by utilizing demographic analytics.In the end, this 

study adds real data and insights from demographic research to the expanding conversation on the nexus 

between AI and HR. It emphasizes how crucial it is to take demographics into account while developing AI-

powered HR systems and promotes a well-rounded strategy that gives inclusion and ethical issues top priority. 
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INTRODUCTION 

 

A critical area of research and innovation in today's world of quickly changing technology and shifting labor 

demographics is the use of Artificial Intelligence (AI) into Human Resources (HR) operations. AI offers unparalleled 

potential to transform many aspects of HR administration because of its capacity to mimic human intellect in tasks that 

have hitherto required human intervention. This introduction lays the groundwork for a thorough examination of the 

implications, difficulties, and possibilities of AI in HR as seen through the lens of demographic analysis (Dzwigol, 

2020). 

 

It is impossible to overestimate the importance of AI in HR, as businesses all over the world are attempting to take 

advantage of its powers to improve decision-making, expedite operations, and maximize employee experiences. HR 

professionals now have the tools to manage the complexities of talent acquisition, retention, and development more 

effectively and efficiently than ever before thanks to AI-driven technologies like machine learning, natural language 

processing, and predictive analytics (Froehlich et al., 2020). 

 

An essential component of investigating AI in HR is acknowledging the demographic changes influencing modern 

workplaces. The age, gender, ethnicity, education level, and cultural background of a workforce all have a significant 

impact on the attitudes, behaviors, and makeup of the workforce. Therefore, it is critical to comprehend how these 

demographic factors relate to the adoption and application of AI in HR procedures in order to guarantee fair and 

inclusive results (Jordan et al., 2020). 

 

This study uses a demographic analysis methodology to examine the complex interactions between AI and HR. The 

study intends to clarify how various demographic groups view, interact with, and are affected by AI technologies in the 
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HR area by examining demographic data. It also looks for possible differences in how AI is used by different 

demographic groups and finds ways to reduce prejudice and advance equity (Kuo et al., 2020). 

 

The application of AI to hiring and personnel management procedures is one of the main research topics. Conventional 

hiring practices frequently contain ingrained prejudices that could unintentionally maintain differences in hiring results. 

By using data-driven algorithms to evaluate candidate qualifications, forecast job fit, and enable more objective 

decision-making, AI-powered solutions hold the promise of reducing bias. But worries about algorithmic transparency 

and fairness demand a more careful analysis of the ways in which demographics impact the development and 

application of AI recruitment tools (Lorenz et al., 2020). 

 

Moreover, further research is necessary to fully understand how AI promotes employee engagement and retention. 

Artificial Intelligence has the ability to improve worker satisfaction and productivity through sentiment analysis of 

employee input, individualized learning recommendations, and predictive modeling of turnover risk. However, 

differences in work-life balance, communication preferences, and employee preferences among demographic groups 

highlight how crucial it is to customize AI interventions to meet a range of requirements and preferences (Mason et al., 

2020). This study also aims to investigate the workforce planning and strategic HR decision-making implications of AI-

driven analytics. Organizations can proactively address workforce difficulties by anticipating future talent demands, 

identifying skill gaps, and developing targeted interventions by leveraging demographic data insights. However, the use 

of AI-powered analytics must be carefully considered due to ethical concerns about data privacy, consent, and 

algorithmic accountability (Maxwell, 2021). 

 

SIGNIFICANCE OF THE STUDY  
There are important ramifications for academia and practice when investigating the function of artificial intelligence 

(AI) in human resources (HR) using a demographic analysis technique. This section highlights the study's potential 

contributions to the subject of HR management and describes the main reasons it is important (Mosko et al., 2021). 

 

Comprehending the intersection of AI and demographic issues is imperative in fostering diversity, equity, and inclusion 

in today's heterogeneous workplaces. This study aims to investigate the effects of AI technologies on various 

demographic groups in HR practices. The findings may reveal potential biases and disparities and facilitate the 

development of more inclusive HR strategies and solutions. AI has the ability to completely transform HR services like 

talent management and recruitment, which are essential tasks. This study can shed light on how AI technologies are 

used in recruiting across demographic groups, which can help with hiring practices optimization, candidate 

experiences, and the development of a more qualified and diverse workforce.  With the use of predictive modeling, 

feedback analysis, and personalized learning, AI-driven technology can improve employee engagement and retention. 

Tailored approaches to talent development and retention tactics can be informed by an understanding of how 

demographic factors influence the effectiveness of AI interventions in increasing employee satisfaction and 

productivity. Data privacy, algorithmic fairness, and transparency are critical ethical issues to take into account as AI is 

further incorporated into HR procedures (Rahman, 2020).  

 

Through the identification of ethical issues and the proposal of principles for guaranteeing the fair and responsible use 

of AI technologies in HR management, this study might add to the conversation around responsible AI adoption. 

Through the use of a demographic analysis approach, this study fills the knowledge gap between academic research and 

real-world HR management applications. It offers scientific data and practical insights that can help HR professionals, 

legislators, and organizational leaders make decisions on how best to use AI while taking workforce demographics into 

account. HR management is changing as a result of demographic trends including aging populations, generational 

transitions, and a more diverse workforce. This study can assist firms in anticipating and adjusting to future workforce 

trends by analyzing the intersections between AI and demographic aspects. This will help them maintain their 

competitiveness and agility in a constantly evolving environment (Yang, 2019). 

 

METHODOLOGY 

 

Primary Research: The gathering of data for primary research, sometimes referred to as field research, entails the 

creation of new information. This can be done in a variety of ways, for as through interviews and surveys. Things like 

questionnaires and interviews may be used to gather this data. In competitive intelligence and market research, the 

phrase is frequently employed (Connor, 2020). 

 

3.1.2 Secondary Research: Unlike primary research, which gathers data from participants or experiments, secondary 

research, usually referred to as desk research, consists of summarizing, compiling, and/or synthesizing previous studies. 

Secondary research might originate from print publications, magazines, and other internal or external sources (Shell, 

2021). 
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3.3 STATEMENT OF PROBLEM 
Even if the connected world's advancements increase productivity and efficiency, they also pose significant 

psychological difficulties for the organization's human aspect, prompting consideration of the following: Will artificial 

intelligence (AI) support or replace human resources in organizations? (Szymkowiak et al., 2020) 

 

Workers on manufacturing plant shop floors have already been impacted by automation, and now middle and strategic 

level managers are facing challenges from artificial intelligence that interfere with their cognitive functions. AI is 

putting people in danger; chatbots and self-driving cars are replacing humans; Siri helps people remember their 

appointments. Most fields use artificial intelligence. The conundrum or query therefore becomes: How is AI affecting 

human resources? (Tashakkori et al., 2020) 

 

3.4 RESEARCH DESIGN 
In this study, both descriptive and exploratory research designs were employed. The exploratory study design was 

employed to investigate novel data, insights, and understanding regarding the impact of artificial intelligence on the 

evolution of human resource management. Null and alternative hypothesis formulation was aided by the exploratory 

study methodology. Several statistical methods and instruments were employed in a descriptive research design to 

evaluate the hypothesis (Yousefi et al., 2020). 

 

3.5 SAMPLE DESIGN 

A non-probability sampling technique was used for the final selection of the respondents (Dianna, 2015). 

 

3.6 SELECTED POPULATION 
700 information technology companies situated in Pune were selected as the population of this study (Buzko, 2016). 

 

3.7 SAMPLING AREA 
The employees and HR professionals of IT companies situated in Pune were the sampling elements of this study. An 

excel sheet was prepared consisting of the list of 700 IT companies with their email addresses, contact information, etc. 

This was the sampling frame of this study (Robert et al., 2017). 

 

3.8 SAMPLE SIZE 
We selected 400 respondents using a convenience sampling technique from a list of 700 IT companies situated in Pune 

(Shweta, 2017). 

 

RESULTS AND INTERPRETATION 

 

An examination of demographic data provides detailed insights into the application and effects of artificial intelligence 

(AI) in human resources (HR) in the results section. Results show that different demographic groups use AI differently, 

suggesting possible gaps and places where HR procedures may be strengthened. In order to improve inclusivity and 

equity, the study also identifies demographic aspects that influence attitudes, actions, and perceptions of AI 

technologies in HR. Moreover, the findings show trends in AI-driven hiring results, employee engagement levels, and 

talent management strategies, offering factual data to support decision-making procedures for maximizing AI 

integration in HR departments (Malathi et al., 2017). 

 

DEMOGRAPHIC PROFILE 

 

Table 4.1 Statistics- Demographic Profile 

 

 Age Gender Marital Status Qualification 

Monthly 

Income  (in 

Rs.) 

Work 

Experience  (in 

Years) 

N 

Valid 400 400 400 400 400 400 

Missing 0 0 0 0 0 0 

 

From the Statistics-Demographic Profile table, it is clear that six demographic variables were analysed using a 

frequency test. A total of 400 respondents answered their opinions, with no missing data in the analysis. 
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Fig 4.1: Age Group 

 

From the table and bar chart, it is clear that 20% of the respondents belong to the 25-to-35-year age group, 42.5% 

belong to the 36-to-45- year age group, 8.75% belong to the 46-to-55-year age group, 21.75% belong to the 56-to-65-

year age group, and 7% belong to above 65 years. Therefore, it can be said that most of the respondents in the IT 

companies were young employees in the age group of 36 to 45 years (Anupam, 2017). 

 

 
 

Fig 4.2: Gender 

 

From the table and bar chart, it is clear that 32.5% of the respondents were female employees, whereas 67.5% of the 

respondents were male employees in the information technology organisation in Bangalore and Bengaluru. Therefore, 

most of the employees were male in the IT companies (Lorenzo et al., 2017). 

 

 
 

Fig 4.3: Marital Status 
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From the table and bar chart, it is clear that 23.75% of the respondents were divorced employees, 55% of the 

respondents were married, and 21.25% of the respondents were unmarried employees. Therefore, most of the 

employees were married in the IT companies (Severin, 2017). 

 

 
 

Fig 4.4: Qualification 
 

From the table and bar chart, it is clear that 4% of the respondents were graduates, 7.5% of the respondents were 

educated in other courses, and 88.5% of the respondents were post-graduate employees. Therefore, most of the 

employees were post-graduate employees in the IT companies (Stone et al., 2013).  

 

 
 

Fig 4.5: Monthly Income 
 

According to the above table, 15% of respondents have a monthly income of Rs. 1,00,000, 17.5% of respondents have 

a monthly income between Rs 25,001/-to Rs 50,000/-, 45% of respondents have a monthly income between Rs 50,001/-

to Rs 75,000/-, and 22.5% of respondents have a monthly income between Rs 75,001/- to Rs 1,00,000/-. therefore, most 

of the employees having monthly income between Rs 50000/- to Rs 75,000/-, in the IT companies (Pandey et al., 

2016). 

 

 
 

Fig 4.6: Work Experience 
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From the table and bar chart, it is clear that 15% of respondents have 11 to 15 years of work experience, 47.5% of 

respondents have 5 to 10 years of work experience, 13.75% have more than 15 years of work experience, and 23.75% 

of respondents have less than 5 years of experience. Therefore, most of the employees have 5 to 10 years of work 

experience in IT companies (Jessica, 2019). 

 

GENERAL INFORMATION OF AI (ARTIFICIAL INTELLIGENCE)IN HR (HUMAN RESOURCE) 

 

Table 4.8 Statistics- General Information of AI (Artificial Intelligence) in HR (Human Resource) 

 

 

Artificial Intelligence 

plus human 

intelligence enhances 

the employee’s 

experience. 

Artificial Intelligence 

won’t take away jobs 

but help employees 

do jobs better. 

Artificial Intelligence 

ready workforce is 

critical for an 

organization’s 

future. 

N 

Valid 400 400 400 

Missing 0 0 0 

 

From the Statistics-General Information of AI (Artificial Intelligence) in the HR (Human Resource) table, it is clear that 

three questions were analysed using a frequency test. All three questions were asked in the dichotomous scale, "yes or 

"no" format. There was no missing data in this section (Giebelhausen et al., 2014). 

 

Table 4.11 Artificial Intelligence ready workforce is critical for an organization’s future 

 

 
 

Fig 4.6: Artificial Intelligence ready workforce is critical for an organization’s future  
 

From the table and bar chart, it is clear that 40% of respondents said that an artificial intelligence (AI) ready workforce 

was not critical for an organization’s future, whereas 60% of respondents said that an AI ready workforce was critical 

for an organization’s future. Therefore, most of the respondents said that an AI ready workforce was critical for an 

organization’s future (Brynjolfsson et al., 2016). 

 

DISCUSSION 

 

This research article's discussion section explores the implications and importance of the findings from using a 

demographic analysis approach to examine the function of artificial intelligence (AI) in human resources (HR) (Pandey 

et al., 2013). 

 

First of all, the findings highlight how crucial it is to take demographics into account when developing and deploying 

AI-powered HR solutions. The use of AI varies throughout demographic groups, which draws attention to potential 

biases and inequities in HR procedures. Encouraging inclusive and fair workplaces requires addressing these 

discrepancies (NgIrene et al., 2017). 
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The use of AI and its consequences for personnel management and recruitment procedures are also examined in this 

topic. Even if AI has the ability to expedite these procedures and enhance decision-making, issues with algorithmic bias 

and transparency need to be resolved to guarantee equitable results for all applicants (Chapman et al., 2013). 

 

Furthermore, the results clarify how AI might improve employee engagement and retention. Predictive analytics and 

personalized learning suggestions may be able to maximize worker happiness and output. The conversation does, 

however, highlight the necessity of customizing AI interventions to take into account the varied interests and work 

styles of employees (Fenech et al., 2019). 

 

The conversation also heavily touches on ethical issues pertaining to consent, algorithmic accountability, and data 

privacy. Organizations using AI responsibly must place a high priority on fairness and openness when utilizing these 

technologies, especially in delicate HR situations (Pandey et al., 2015). 

 

Lastly, the conversation emphasizes the research's wider ramifications for both practice and academia. Through its 

ability to connect the dots between AI and demographic analysis in HR, this study advances knowledge in academia 

and informs real-world applications in HR management. In the future, research and cooperation will be crucial to 

maximizing AI's potential while maintaining equity, inclusivity, and moral application in HR procedures (Murgai, 

2019). 

 

CONCLUSION 
 

In summary, using a demographic analysis approach to examine the function of artificial intelligence (AI) in HR 

provides insightful information on the relationship between workforce diversity and technology. The significance of 

comprehending how AI technologies affect various demographic groups in HR practices from hiring and talent 

management to employee engagement and retention has been emphasized by this study. This research advances 

inclusive and equitable HR practices by addressing diversity and inclusion concerns, guiding the adoption of ethical AI, 

and anticipating future workforce trends. In the age of AI-driven HR management, it is critical that businesses use AI 

technology responsibly going forward, taking into account societal ramifications, ethical issues, and demographic 

trends to promote diverse, inclusive, and vibrant workplaces. 
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