
 

www.ijamrsd.com |  Journal of Advanced Multidisciplinary Research  | [520] 

                        Studies and Development 

ETHICAL IMPLICATIONS AND CHALLENGES OF ARTIFICIAL 

INTELLIGENCE ADOPTION IN HRM: A STUDENT PERCEPTION 

STUDY   

 
Dr. Yogita Pandurang Chaudhari 

Associate Professor, A.R.B.Garud College Shendurni, Tal – JamnerDist – Jalgaon. 

Email: yogita11911@gmail.com   

Abstract 

Artificial Intelligence (AI) is transforming Human Resource Management (HRM) practices 

globally. From automated recruitment to predictive analytics, AI enhances efficiency and decision-

making. However, ethical concerns such as data privacy, algorithmic bias, transparency, and job 

displacement remain significant challenges. This study explores student perceptions regarding 

ethical implications and challenges of AI adoption in HRM. A structured questionnaire was 

administered to 50 management and commerce students. The findings reveal that students 

recognize AI’s benefits in efficiency but express strong concerns regarding privacy, fairness, and 

reduced human judgment in HR decisions. The study provides insights into how future HR 

professionals perceive AI ethics and suggests responsible integration strategies. 
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1. Introduction 

Artificial Intelligence refers to technologies that enable machines to perform cognitive tasks such 

as learning, reasoning, and decision-making. In HRM, AI is used in resume screening, chatbots, 

employee engagement analytics, performance appraisal, and workforce planning. 

While AI improves speed and accuracy, ethical concerns are increasing. Students studying 

management and HR represent future professionals; therefore, understanding their perception 

toward AI ethics is important for sustainable HR development. 

This study aims to examine how students perceive ethical implications and challenges associated 

with AI adoption in HR practices. 

 

2. Literature Review 

Data Privacy: AI systems require large datasets, often containing personal employee information. 

Issues arise concerning consent, storage, and secondary use of data (Lee et al., 2021). 

Artificial Intelligence (AI) is increasingly used in Human Resource Management (HRM) for 

recruitment, performance evaluation, and employee analytics. While AI improves efficiency and 

decision-making, researchers highlight several important ethical concerns. 

Bias and Fairness are also significant concerns. AI algorithms learn from historical data, which 

may contain existing social or organizational biases. As a result, AI-based recruitment tools may 
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unintentionally discriminate against certain groups (Raghavan et al., 2020). Researchers 

emphasize the need for regular bias audits and fair algorithm design. 

Transparency and Explainability refer to how clearly AI decisions can be understood. Many AI 

systems function as black boxes,making it difficult for HR managers and employees to understand 

how decisions are made (Mittelstadt et al., 2019). Lack of transparency can reduce trust and create 

ethical challenges. 

Accountability is another critical issue. When AI systems make incorrect or unfair decisions, it is 

often unclear who is responsible  the software developer, HR manager, or organization. Scholars 

argue that clear accountability frameworks and human oversight are necessary to ensure ethical AI 

use. 

Overall, literature suggests that while AI offers significant benefits to HRM, ethical concerns must 

be addressed to ensure responsible and fair implementation 

 

3. Research Objectives 

1. To analyze student awareness of AI in HRM. 

2. To examine students’ perception of ethical concerns in AI adoption. 

3. To identify major challenges students foresee in AI-based HR systems. 

4. To assess whether students believe AI will replace human HR roles. 

 

4. Research Hypotheses 

H1: Students perceive data privacy as a major ethical concern in AI-based HRM. 

H2: Students believe AI systems may create bias in recruitment decisions. 

H3: Students feel AI cannot fully replace human judgment in HR. 

H4: Ethical concerns significantly influence students’ acceptance of AI in HR. 

 

5. Research Methodology 

5.1 Research Design 

A descriptive survey research design was adopted. 

5.2 Sample Size 

The study was conducted with 50 students from commerce and management streams. 

5.3 Sampling Method 

Convenience sampling was used. 

5.4 Data Collection Tool 

A structured questionnaire based on a 5-point Likert scale (Strongly Disagree to Strongly Agree) 

was used. 

5.5 Data Analysis Techniques 

 Percentage analysis 

 Mean score calculation 

 Correlation analysis (basic level interpretation) 

 

6. Data Analysis and Interpretation 

6.1 Demographic Profile 

Category Frequency 

Male 28 

Female 22 

Age 18–21 34 
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Age 22–25 16 

6.2 Awareness of AI in HR 

 80% students were aware that AI is used in recruitment. 

 68% knew about AI resume screening tools. 

 72% believed AI improves efficiency in HR processes. 

6.3 Ethical Concerns 

Ethical Issue Agree (%) 

Data Privacy Risk 84% 

Algorithmic Bias 76% 

Lack of Transparency 70% 

Job Displacement Fear 66% 

Interpretation: Data privacy emerged as the strongest ethical concern. 

6.4 Human vs AI Judgment 

 82% agreed that AI cannot replace human emotional intelligence. 

 74% preferred a combination of AI and human decision-making. 

 Only 18% supported fully automated HR decisions. 

 

Charts and Analysis 

 
 

6.5 Hypothesis Testing (Based on Mean Scores) 

 H1 Supported: Mean score for privacy concern = 4.3 

 H2 Supported: Mean score for bias concern = 4.0 

 H3 Supported: Mean score for “AI cannot replace humans” = 4.4 

 H4 Supported: Strong negative relationship between ethical concern and full AI acceptance. 

 

7. Discussion 

The study indicates that students recognize AI's operational advantages but maintain ethical 

reservations. Privacy and fairness concerns dominate perceptions. Students strongly believe 

human emotional intelligence and ethical reasoning remain essential in HR decisions. 

This suggests that while AI integration will grow, future HR professionals expect a balanced 

human-AI collaboration model rather than full automation. 

 

8. Findings 

1. Students are generally aware of AI applications in HR. 

2. Data privacy is perceived as the most serious ethical issue. 

3. Algorithmic bias is a significant concern. 

4. Majority believe AI should assist, not replace, HR professionals. 

5. Ethical transparency influences acceptance levels. 
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9. Recommendations 

1. Educational institutions should include AI ethics in HR curriculum. 

2. Organizations should adopt explainable AI models. 

3. Transparent data handling policies must be implemented. 

4. Hybrid HR models combining AI and human judgment are recommended. 

5. Ethical audits of AI recruitment tools should be conducted regularly. 

 

10. Conclusion 

The research concludes that students view AI as a valuable tool in HRM but express strong ethical 

concerns regarding privacy, bias, and transparency. They support responsible AI integration rather 

than full automation. Understanding these perceptions is crucial, as students represent future HR 

leaders who will shape ethical AI implementation. 

 

11. Limitations 

 Small sample size (50 students) 

 Limited to one academic stream 

 Perception-based (no organizational data) 

 

12. Scope for Future Research 

 Comparative study between HR professionals and students 

 Larger sample across multiple universities 

 Industry-specific AI ethics research 
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