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Abstract

Artificial Intelligence (AI) has emerged as one of the most transformative technologies of the
modern era, significantly influencing organizational operations, workforce structures, and
productivity across industries. The ongoing debate regarding whether Al replaces human jobs
or merely transforms them has gained considerable attention among researchers, policymakers,
and business leaders. This study examines whether job replacement due to Al is a myth or a
reality through a secondary data-based analysis of 2,000 employee records collected from
seven industries, namely Finance, Information Technology, Manufacturing, Education,
Marketing, Retail, and Healthcare. The study employs a descriptive and analytical research
design and utilizes graphical and comparative analysis techniques to identify patterns
associated with Al adoption, automation risk, job status, salary changes, productivity, and
employee satisfaction. The findings reveal that Al significantly affects routine and repetitive
tasks, leading to job modification and partial displacement in certain sectors. However, a
substantial proportion of jobs remain unchanged, highlighting the complementary role of Al in
the workplace. The study further indicates that Al adoption contributes to increased
productivity, moderate salary growth, and the emergence of new skill requirements. The
research concludes that Al should be viewed as a catalyst for job transformation rather than
complete job replacement. Continuous learning, upskilling, and adaptation to Al-driven
technologies are essential for employees seeking long-term career sustainability in the evolving
labor market.

Keywords:  Artificial Intelligence, Automation Risk, Job Replacement, Workforce
Transformation, Employment, Upskilling, AI Adoption, Productivity

1. Introduction

Artificial Intelligence (AI) has become one of the most influential technological advancements
of the twenty-first century. The rapid integration of Al into business processes, industrial
operations, and service delivery systems has fundamentally altered the nature of work across
various sectors. Organizations increasingly utilize Al-powered systems to automate repetitive
activities, improve decision-making capabilities, enhance productivity, and reduce operational
costs. As a result, Al has become a central component of digital transformation strategies
worldwide.

The growing adoption of Al has generated significant discussions regarding its impact on
employment. While some researchers and industry experts argue that Al may replace a
substantial number of traditional jobs, others believe that Al primarily transforms existing roles
and creates new employment opportunities. This divergence of opinion has made the issue of
Al-driven job replacement a critical area of academic and practical interest.
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In contemporary organizations, employers are increasingly adopting Al-based solutions
because of their ability to perform routine tasks efficiently, accurately, and continuously.
Technologies such as chatbots, virtual assistants, robotic process automation, self-service
systems, and predictive analytics have reduced the need for human intervention in several
operational activities. Customer service operations, manufacturing processes, banking services,
retail transactions, and administrative functions are among the areas experiencing notable
automation.

The impact of Al on employment is particularly significant for low-skilled and routine-based
occupations. Employees engaged in repetitive activities often face higher risks of job
displacement due to automation. Furthermore, the reduction of entry-level positions presents
additional challenges for fresh graduates and new entrants to the labor market. However, Al
also creates demand for new competencies related to data analysis, cybersecurity, machine
learning, digital marketing, and Al system management.

The relevance of studying Al-driven job replacement extends beyond employment concerns.
The phenomenon influences economic growth, workforce development, organizational
competitiveness, income distribution, and social stability. Understanding whether Al acts
primarily as a job replacement mechanism or as a tool for job transformation is essential for
employees, organizations, educational institutions, and policymakers.

Moreover, Al is increasingly being utilized as an assistive technology rather than a complete
substitute for human labor. Professionals such as doctors use Al for diagnostic support, lawyers
employ Al for document analysis, and designers leverage Al tools to enhance creativity and
productivity. Consequently, the concept of job transformation has emerged as a more
appropriate framework for understanding the relationship between Al and employment.

Given the rapid pace of technological advancement and the increasing dependence on
intelligent systems, it is essential to evaluate the actual impact of Al on workforce dynamics.
This study seeks to examine whether job replacement due to Al is a myth or a reality by
analyzing patterns of Al adoption, automation risk, job status, salary changes, and employee
adaptation across multiple industries.

2. Literature Review

Research on Artificial Intelligence and employment has expanded significantly over the past
decade as organizations continue to adopt advanced technologies across various operational
domains. Existing studies provide diverse perspectives regarding the extent to which Al
influences employment opportunities, workforce structures, and organizational productivity.

Aleryani (2019) argued that the widespread belief that Artificial Intelligence will completely
replace human employees is largely exaggerated. Drawing parallels with the historical adoption
of computers, the study suggested that technological innovations often transform jobs rather
than eliminate them entirely. The author emphasized the continuing importance of human
creativity, critical thinking, and adaptability in the future workplace.

Vengathattil (2025) examined common misconceptions surrounding Artificial Intelligence and
highlighted the distinction between myths and realities associated with Al technologies. The
study emphasized that many public concerns regarding Al arise from misunderstandings about
its capabilities and limitations. According to the author, a balanced understanding of Al is
necessary for evaluating its actual societal and economic impacts.
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Tu, Hao, and Long (2023) investigated technology-driven job insecurity resulting from digital
transformation initiatives. Their study revealed that Al can simultaneously replace certain tasks
while transforming others, thereby affecting employee performance, career progression, and
psychological well-being. The authors further noted that technology readiness, organizational
support, and skill development initiatives can significantly reduce the negative consequences
of technological disruption.

Tiwari (2023) explored the relationship between Artificial Intelligence, machine learning, and
employment opportunities. The study found that while Al may contribute to job displacement
in specific sectors, it also creates new career opportunities and enhances productivity. The
research concluded that the long-term benefits associated with Al adoption generally outweigh
the negative effects of technological displacement.

Sharma and Sehgal (2023) examined the impact of Al on various industries, including
healthcare, finance, and transportation. Their findings indicated that Al enhances operational
efficiency, innovation, and service quality. However, the study also highlighted concerns
related to workforce displacement and emphasized the importance of ethical Al
implementation, reskilling initiatives, and workforce development programs.

Rhee and Jin (2021) focused on employee perceptions regarding Al-related job replacement
during the Fourth Industrial Revolution. Their research demonstrated that concerns about
automation and job insecurity can negatively affect employee satisfaction and organizational
commitment. The study emphasized the need for organizations to address employee anxieties
through effective communication, training, and career development support.

A review of the existing literature indicates that Al has a multidimensional impact on
employment. While certain routine and repetitive tasks are increasingly susceptible to
automation, many studies suggest that Al primarily facilitates job transformation rather than
complete job elimination. Existing research also consistently highlights the importance of
upskilling, reskilling, and workforce adaptability in ensuring successful integration of Al
technologies.

The present study contributes to this growing body of literature by examining the relationship
between Al adoption, automation risk, job status, salary changes, and employee outcomes
across multiple industries. By utilizing a secondary dataset comprising 2,000 employee
records, the study seeks to provide further evidence regarding whether job replacement due to
Al is predominantly a myth, a reality, or a combination of both.

3. Objectives of the Study

I.  The study was conducted with the following objectives:
II.  To identify whether job replacement due to Artificial Intelligence is a myth or a reality.
III.  To evaluate the effects of Al adoption on employee salaries and productivity across
different industries and educational backgrounds.
IV. To examine the advantages and challenges associated with Al implementation in
various sectors.
V.  To create awareness regarding the ethical and responsible use of Artificial Intelligence
technologies.
VI.  To understand the concept, development, and practical implications of Artificial
Intelligence in modern workplaces.

4. Research Methodology
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4.1 Research Design

The study adopts a descriptive and analytical research design to examine the impact of
Artificial Intelligence on employment and job replacement. The descriptive approach facilitates
the understanding of existing trends related to Al adoption and workforce transformation, while
the analytical approach enables the evaluation of relationships among automation risk, job
status, salary changes, and employee outcomes. The study follows a quantitative framework
based on numerical data, graphical representation, and comparative analysis.

4.2 Source of Data

The study is based entirely on secondary data. The dataset utilized for analysis was obtained
from authorized academic and research sources. Existing employee and industry-related
information was used to examine the influence of Artificial Intelligence on workforce dynamics
and employment patterns.

4.3 Data Collection Tool

Secondary data collection served as the primary data collection method. The dataset contained
employee records from multiple industries and included variables such as age, gender,
education level, industry, job role, years of experience, Al adoption level, automation risk,
upskilling requirements, salary before Al implementation, salary after Al implementation, job
status, working hours, remote work status, job satisfaction, and productivity change.

4.4 Sampling Method

The study employed a random sampling approach. The dataset included employees from
diverse industries, age groups, genders, and experience levels, ensuring broad representation
and minimizing sampling bias. The use of random sampling enhanced the reliability and
validity of the findings by providing equal opportunity for all records to be included in the
analysis.

4.5 Sample Size

The study analyzed a dataset consisting of 2,000 employee records collected from seven major
industries. This sample size provided sufficient data for evaluating employment trends, Al
adoption patterns, automation risks, and workforce transformation outcomes.

4.6 Area of Study

The study covered seven major industry sectors such as Finance, Information Technology (IT),
Manufacturing, Education, Marketing, Retail and Healthcare. These industries were selected
because of their varying levels of Al adoption and automation exposure, allowing for a
comprehensive assessment of Al's impact on employment.

4.7 Tools for Data Analysis

Data analysis was conducted using Python programming tools, Microsoft Excel, and graphical
analysis techniques. Various descriptive and comparative analytical methods were employed
to evaluate the relationship between Al adoption and employment-related variables. Bar charts,
graphical representations, and comparative analyses were utilized to present the findings
effectively and identify patterns associated with workforce transformation, automation risk, job
status, salary variation, and employee satisfaction.

Conceptual Framework
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The conceptual framework of the study identifies AI Adoption Level as the primary
independent variable influencing Automation Risk. Automation risk subsequently affects Job
Status, categorized as Replaced, Modified, or Unchanged. Job status further influences
outcomes such as Salary Change, Productivity Change, and Upskilling Requirements.
Employee characteristics, including age, education level, and industry affiliation, act as
moderating variables that affect the overall relationship between Al adoption and employment
outcomes.

5. Data Analysis and Interpretation

5.1 Job Status and AI Adoption Level
Table 1: Job Status by Al Adoption Level

Job Status High AI Adoption Low AI Adoption Medium Al Adoption
Modified 373 218 210
Replaced 106 - -

Unchanged | 226 400 467
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Figure 1: Job Status versus Al Adoption Level
Analysis

Table 1 and Figure 1 illustrate the relationship between Al adoption levels and employee job
status. Organizations with high Al adoption recorded the highest number of modified jobs
(373), indicating significant changes in job responsibilities and work processes. A total of 106
jobs were reported as replaced in organizations with high Al adoption. In contrast,
organizations with low and medium Al adoption levels reported a larger number of unchanged
jobs, with counts of 400 and 467 respectively. The findings indicate that higher levels of Al
adoption are associated with increased job modification and selective job replacement.
However, a substantial number of jobs remain unchanged across all adoption levels. This
suggests that Al primarily transforms existing job roles rather than completely eliminating
employment opportunities.
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5.2 Industry-wise Job Status Distribution

Table 2: Industry-wise Distribution of Job Status

Industry Modified Replaced Unchanged
Education 99 18 176
Finance 127 18 155
Healthcare 112 11 147
IT 136 16 146
Manufacturing 100 11 184
Marketing 115 19 139
Retail 112 13 146
industry wise job status distribution
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Figure 2: Industry-wise Job Status Distribution
Analysis

Figure 2 and Table 2 present the distribution of job status across seven industries. The Information
Technology sector recorded the highest number of modified jobs (136), followed by Finance (127).
Manufacturing reported the highest number of unchanged jobs (184), while Marketing experienced the
highest number of replaced jobs (19). Education and Healthcare also exhibited relatively high numbers
of unchanged positions. The results indicate that the impact of Al varies across industries. Technology-
oriented sectors such as IT and Finance experience greater job modifications due to extensive Al
integration. Conversely, industries that rely heavily on human interaction, such as Education and
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Healthcare, maintain a larger proportion of unchanged jobs, reflecting the continuing importance of
human skills and decision-making.

5.3 Salary Before and After AI Adoption

Table 3: Average Salary Before and After Al Adoption

Salary Category

Observation

Salary Before Al

Lower average salary

Salary After Al

Slightly higher average salary

90000
80000
70000
60000
50000
40000

Average sallary

30000
20000
10000

Analysis

B Average of Salary_Before_Al

M Average of Salary_After_Al

Total

Figure 3: Average Salary Before and After Al Adoption

The comparison between average salaries before and after Al implementation reveals a
moderate increase in salary levels following Al adoption in Table 3 and Figure 3. The graphical
analysis indicates that employees working in Al-enabled environments generally experience
salary improvements associated with enhanced productivity and increased technical
responsibilities. The findings suggest that Al adoption can contribute positively to employee
earnings, particularly for individuals possessing digital competencies and technical expertise.
However, employees performing routine and low-skill tasks may face salary stagnation or
reductions due to automation-related changes.

5.4 Al Adoption Level and Job Satisfaction
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Figure 4: Al Adoption Level versus Job Satisfaction
Analysis

Table 4 and Figure 4 demonstrate that employees working in organizations with medium and
high AT adoption levels generally report moderate to high job satisfaction. The observed trend
suggests that Al implementation may reduce repetitive tasks and improve operational
efficiency. The findings indicate that appropriately implemented Al technologies can enhance
employee satisfaction by simplifying routine activities and supporting productivity. However,
the success of Al implementation depends on organizational support, employee training, and
effective change management practices.

5.5 Industry-wise Automation Risk and Upskilling Requirement
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Figure 5: Industry-wise Automation Risk and Upskilling Requirement
Analysis

Table 5 and Figure 5 highlight varying levels of automation risk and upskilling requirements
across industries. Sectors such as Information Technology, Finance, and Manufacturing
demonstrate higher requirements for employee upskilling due to increased automation
exposure. Industries experiencing greater automation risks require continuous workforce
development initiatives. The findings emphasize the importance of reskilling and upskilling
programs to ensure employees remain competitive and adaptable in Al-driven work
environments.
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5.6 Gender-wise Industry Distribution and AI Adoption

Gender wise industry and Al adoption level
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Figure 6: Gender-wise Industry and Al Adoption Level
Analysis

Table 6 and Figure 6 presents employee participation across different industries based on
gender and Al adoption. Male, female, and other gender categories appear to be represented
across all industries with relatively balanced involvement in Al-enabled workplaces. The
results indicate that Al adoption is not significantly influenced by gender differences. Al
technologies are being integrated across industries irrespective of gender, suggesting broad
workforce participation in technological transformation.

5.7 Years of Experience and Al Adoption Level
Table 4: Years of Experience and Al Adoption Level

Years of Experience High Low Medium
04 111 114 128

5-9 87 81 87

10-14 107 81 91

15-19 102 73 106
2024 89 95 76
25-29 100 87 86
30-34 81 74 77
35-39 25 9 22

>40 3 4 4
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Figure 7: Years of Experience and Al Adoption Level

Table 7 and Figure 7 illustrate the distribution of Al adoption levels among employees with
varying years of experience. Employees across nearly all experience groups are represented in
organizations with medium and high Al adoption levels. The highest concentration is observed
among employees with 0—4 years of experience under medium Al adoption (128). The findings
indicate that Al adoption affects employees regardless of experience level. Experienced
workers continue to remain relevant by integrating domain expertise with Al-assisted

workflows, while younger employees adapt more readily to emerging technologies.

5.8 Years of Experience and Job Status

Table 8: Years of Experience versus Job Status

Years of Experience Modified Replaced Unchanged
04 141 12 200

5-9 92 16 147

10-14 122 13 144

15-19 122 16 143

20-24 94 17 149

25-29 108 17 148

30-34 95 9 128

35-39 22 5 29

>40) 5 1 5
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Figure 8: Years of Experience versus Job Status
Analysis

Table 8 and Figure 8 demonstrate the relationship between employee experience and job status
in the context of Al adoption. Across all experience groups, unchanged jobs represent the
largest category, while replaced jobs remain comparatively low. Modified jobs are prevalent
across most experience levels, particularly among employees with 0—4 years and 10-19 years
of experience. The findings indicate that Al influences employees across all experience
categories primarily through job modification rather than job elimination. The relatively low
number of replaced jobs supports the argument that Al is more closely associated with
workforce transformation than complete workforce replacement. Employees who adapt and
acquire relevant skills are better positioned to remain productive in Al-enabled workplaces.

6. Major Findings of the Study

L.
IL.

I1I.

IV.
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The major findings of the study are as follows:

The analysis indicates that Artificial Intelligence primarily modifies job roles rather
than completely replacing employees.

Organizations with higher levels of Al adoption experience a greater number of
modified jobs and a relatively higher incidence of job replacement compared to
organizations with low Al adoption.

A substantial proportion of jobs remain unchanged across all Al adoption levels,
suggesting that many occupations continue to require human involvement despite
technological advancements.

The Information Technology and Finance sectors exhibit the highest levels of job
modification due to extensive Al integration in operational and decision-making
processes.

Manufacturing and Marketing sectors demonstrate comparatively higher automation
exposure, resulting in greater workforce restructuring.
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VII.  Education and Healthcare sectors maintain a larger number of unchanged jobs because
these industries depend heavily on human interaction, empathy, judgment, and
creativity.

VIII.  Salary levels generally show a moderate increase after AI implementation, indicating
that Al adoption may contribute to productivity improvements and enhanced employee
value.

IX. Employees possessing technical knowledge, digital competencies, and adaptability are
more likely to benefit from Al-driven workplace changes.

X.  Organizations with medium and high levels of Al adoption generally report moderate
to high employee job satisfaction.

XI.  Automation risk is positively associated with the need for employee upskilling and
reskilling initiatives.

XII.  Employees from all experience groups are affected by Al adoption; however, most
experience job modification rather than complete job displacement.

XIII.  Gender does not appear to be a significant factor influencing Al adoption across
industries, indicating broad participation in technological transformation.

XIV.  Continuous learning, technical training, and skill development emerge as critical factors
for long-term employability in Al-driven workplaces.

7. Discussion

The findings of this study provide important insights into the ongoing debate regarding whether
Artificial Intelligence is replacing human workers or transforming the nature of work. The
results indicate that Al is primarily functioning as a tool for workforce transformation rather
than complete workforce replacement. Although certain routine and repetitive tasks are
increasingly automated, a significant proportion of jobs continue to require human intervention,
decision-making, creativity, and emotional intelligence.

The study demonstrates that industries characterized by structured, data-driven, and repetitive
tasks, such as Information Technology, Finance, and Manufacturing, experience greater levels
of job modification and automation exposure. These sectors benefit from Al's ability to process
large volumes of information, improve accuracy, and increase operational efficiency.
Consequently, employees in these industries must continuously adapt to evolving technological
requirements.

In contrast, sectors such as Education and Healthcare exhibit greater employment stability
because many responsibilities within these fields depend on interpersonal communication,
empathy, ethical judgment, and contextual decision-making. These findings support previous
research suggesting that human-centric professions remain less vulnerable to complete
automation.

The observed increase in salary levels following Al adoption suggests that technological
advancement can create value for employees who possess relevant digital and technical
competencies. Workers who successfully integrate Al tools into their professional activities
often become more productive and valuable to their organizations. However, employees
lacking the necessary skills may experience job insecurity and face challenges associated with
workforce restructuring.
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Another significant finding is the positive relationship between balanced Al implementation
and employee satisfaction. When Al is used to eliminate repetitive tasks and support decision-
making rather than replace employees entirely, workers tend to experience improved job
satisfaction and productivity. This highlights the importance of responsible Al implementation
strategies that prioritize workforce development and employee well-being.

Overall, the findings reinforce the perspective that Al should be viewed as a transformative
technology capable of creating both opportunities and challenges. The future of employment
will largely depend on how effectively individuals, organizations, and policymakers respond
to technological change through education, training, and strategic workforce planning.

8. Conclusion

The study examined whether job replacement due to Artificial Intelligence is a myth or a reality
by analyzing secondary data related to Al adoption, automation risk, job status, salary changes,
employee satisfaction, and workforce transformation across multiple industries.

The findings reveal that the relationship between Al and employment cannot be categorized as
entirely positive or negative. While Al has undoubtedly increased automation and reduced
dependence on human labor for certain repetitive and routine tasks, it has not resulted in
widespread elimination of jobs. Instead, Al is primarily transforming existing roles by changing
job responsibilities, creating new skill requirements, and increasing the importance of digital
competencies.

The analysis further demonstrates that industries differ in their exposure to automation.
Technology-intensive sectors experience greater workforce restructuring, whereas human-
centered professions maintain relatively higher employment stability. The study also highlights
the positive role of Al in improving productivity, enhancing job performance, and creating
opportunities for employees who are willing to adapt and acquire new skills.

Therefore, job replacement due to Al can be considered both a myth and a reality. Al may
replace specific tasks and some occupations, but it simultaneously generates new opportunities
and transforms existing roles. Employees who embrace continuous learning, upskilling, and
technological adaptation are more likely to succeed in the evolving employment landscape.

In conclusion, Artificial Intelligence should not be viewed solely as a threat to employment but
rather as a powerful tool for innovation, productivity enhancement, and workforce
development. Effective adaptation strategies, educational initiatives, and organizational
support mechanisms are essential for maximizing the benefits of AI while minimizing its
potential challenges.

9. Recommendations
Based on the findings of the study, the following recommendations are proposed:

I.  Organizations should invest in continuous employee training and upskilling programs
to prepare workers for Al-driven workplace transformations.
II.  Educational institutions should incorporate Al literacy, digital skills, data analytics, and
technology-related competencies into academic curricula.
III.  Employees should actively engage in lifelong learning and professional development
to remain competitive in changing labor markets.
IV.  Companies should implement Al as a collaborative tool that enhances employee
productivity rather than solely focusing on workforce reduction.
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V.  Governments should formulate policies that support workforce reskilling and provide
assistance to workers affected by automation.
VI.  Organizations should prioritize ethical AI implementation practices to ensure
transparency, fairness, and employee well-being.
VII.  Industries facing high automation risks should establish structured workforce transition
programs to facilitate employee adaptation.
VIII.  Career development initiatives should emphasize both technical competencies and soft skills
such as creativity, leadership, communication, and emotional intelligence.
IX.  Organizations should maintain open communication regarding technological changes to reduce
employee anxiety and resistance toward Al adoption.
X.  Greater collaboration among industry, academia, and policymakers is necessary to ensure
sustainable workforce development in the era of Artificial Intelligence.

10. Limitations of the Study
I.  The study is subject to several limitations:

II.  The research is based entirely on secondary data and does not include primary data
collected directly from employees or organizations.

III.  The findings depend on the quality and accuracy of the available dataset and secondary
sources.

IV.  The study focuses on seven industries and may not fully represent all sectors of the
economy.

V.  The analysis relies primarily on descriptive and graphical techniques, limiting the use
of advanced statistical methods.

VI.  The dataset provides a snapshot of Al adoption and employment conditions and may
not capture long-term workforce changes.

VII.  Industry-specific factors affecting Al adoption and employment outcomes were not
examined in extensive detail.

VIII.  Employee perceptions, psychological factors, and organizational culture variables were
not directly measured.

IX. Rapid technological developments may influence future employment patterns beyond
the scope of the current analysis.

11. Future Scope of the Study

The future scope of research on Al-driven job replacement and workforce transformation is
extensive due to the continuous advancement of Artificial Intelligence technologies.

Future studies may examine the long-term effects of Al adoption on employment, income
distribution, workforce mobility, and organizational performance. Longitudinal research
designs could provide deeper insights into how employment patterns evolve over time as Al
technologies become more sophisticated.

Researchers may also explore the emergence of new occupations created by Al and identify
the skills most essential for success in technology-driven workplaces. Comparative studies
across different countries, regions, and industries could further improve understanding of the
varying impacts of Al adoption.
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Future research may incorporate larger sample sizes and primary data collection methods to
obtain more comprehensive and representative findings. Advanced statistical techniques,
predictive analytics, and machine learning models can also be employed to strengthen
analytical accuracy.

Additional research may focus on employee perceptions, psychological well-being,
organizational readiness, ethical concerns, and policy interventions related to Al
implementation. Studies examining the role of governments, educational institutions, and
private organizations in facilitating workforce adaptation will also contribute valuable insights.

Furthermore, future investigations may analyze the relationship between Al adoption and
variables such as innovation, productivity, work-life balance, remote work, job security, and
career development. Such studies will help stakeholders better understand how to maximize
the benefits of Artificial Intelligence while minimizing potential social and economic
challenges.

Open Access This article is licensed under a Creative Commons Attribution 4.0 International License, which
permits use, sharing, adaptation, distribution, and reproduction in any medium or format, as long as you give
appropriate credit to the original author(s) and the source, provide a link to the Creative Commons license, and
indicate if changes were made. The images or other third-party material in this article are included in the article's
Creative Commons license unless indicated otherwise in a credit line to the material. If material is not included in
the article's Creative Commons license and your intended use is not permitted by statutory regulation or exceeds
the permitted use, you will need to obtain permission directly from the copyright holder. To view a copy of this
license, visit http://creativecommons.org/licenses/by/4.0/.

References

1. Aleryani, A. Y. (2019). Refutation of Artificial Intelligence Myth: ‘“Artificial
Intelligence Will Ultimately Replace Human Employees” (Reality and Fiction).
International Journal of Digital Information and Wireless Communications, 9(1), 1-7.

2. Rhee, T., & Jin, X. (2021). The Effect of Job Anxiety of Replacement by Artificial
Intelligence on Organizational Members' Job Satisfaction in the Fourth Industrial
Revolution Era: The Moderating Effect of Job Uncertainty. Journal of Digital
Convergence, 19(7), 1.

3. Sharma, M., & Sehgal, M. L. (2023). The Revolutionary Computer Technology
Artificial Intelligence That Is Changing Our World and Its Impact on Different Jobs.
International Journal for Research in Applied Science and Engineering Technology,
11(4), 286-293.

4. Tiwari, R. (2023). The Impact of Al and Machine Learning on Job Displacement and
Employment Opportunities. International Journal of Engineering Technologies and
Management Research, 7(1), 1-9.

5. Tu, Y., Hao, P, & Long, L. (2023). Job Replacement or Job Transformation? Definition,
Consequences, and Sources of Technology-Driven Job Insecurity. Advances in
Psychological Science, 31(8), 1359.

6. Vengathattil, S. (2025). Artificial Intelligence: Myths and Facts. International Journal
of Science and Research (IJSR), 14(2), 1468—1473.



https://creativecommons.org/licenses/by/4.0/

