
International Journal of Economic Practices and Theories (IJEPT) 

ISSN: 2247-7225 

Volume 2025, Issue 1 
 

https://ijapt.org                                    936 

A.I Training is No Longer a Luxury but s Necessity in Today’s 

Digital Age 

Dr. Mayank Singh 

Associate Professor, Department of Commerce, 

Lucknow Public College of Professional Studies, Lucknow, Uttar Pradesh, India 

E-mail: mayank.fc.2009@gmail.com 

Abstract 

The rapid expansion of automation and artificial intelligence is transforming operational processes and human 

resource dynamics in the global banking sector. In Indian Public Sector Banks (PSBs), automation has emerged 

as a key driver of efficiency and digital transformation; however, its implications for workforce resilience and 

institutional readiness remain underexplored. This study examines the relationship between automation 

adoption, workforce resilience, and institutional readiness in Indian PSBs, drawing comparative insights from 

global banking models. Using a descriptive and comparative research design, primary data were collected from 

180 banking professionals across selected Indian PSBs through structured questionnaires, supported by 

secondary data from international banking reports and global benchmarks. Statistical techniques including 

reliability analysis, descriptive statistics, ANOVA, correlation, t-test, and regression analysis were employed. 

The results indicate a relatively high level of automation adoption (Mean = 3.78), while institutional readiness 

(Mean = 3.34) and reskilling support (Mean = 3.21) lag behind. Significant differences were observed across 

designation levels, with managerial staff reporting higher preparedness than clerical employees. Comparative 

analysis reveals that global banks exhibit significantly higher institutional readiness (Mean = 3.89) than Indian 

PSBs (t = –3.87, p < 0.01). Correlation and regression results further establish that institutional readiness is a 

stronger predictor of workforce resilience (β = 0.47, p < 0.01) than automation adoption alone (β = 0.31, p < 

0.01). The study concludes that while automation is necessary for modernization, sustainable workforce 

resilience in Indian PSBs depends primarily on institutional capacity, leadership support, structured reskilling, 

and effective change management. The findings offer important policy and managerial implications for aligning 

automation strategies with human and institutional development in public sector banking. 

Keywords- Automation; Workforce Resilience; Institutional Readiness; Public Sector Banks; Artificial 

Intelligence; Digital Transformation; Reskilling; Change Management; Global Banking Models; Indian Banking 
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1. INTRODUCTION  

In the era of Al 5.0 leadership, digital strategy, the sheer volume of information can be overwhelming. To 

navigate this complex landscape, it's essential to have a clear strategy and the right tools. Fortunately, Al can be 

a powerfully, helping individuals to optimize their online presence, enhance their skills, and achieve their career 

goals. 

One of the most effective ways to leverage Al is through Social Media. By optimizing your profile with the help 

of Al-powered tools like Microsoft Copilot, you can significantly improve your visibility and attract potential 

opportunities. 

The Pattern of Success in the Digital World whereby nowadays with Microsoft Copilot your profile URL has to 

have the 100 most successful characters with Al according to the Al ranking developed by the Insights function 

of Microsoft Copilot. 

Your professional definition it has to meet the attention span criterion of 8 seconds and your about section or 

summary has to meet the sustained attention criterion of 30 seconds and be written according to both the 

readability factor and the visual presentation factor in a third person singular format and written by Google 

Gemini so brilliantly that your profile is exported to PDF, and it is the first page of your CV. 
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2. AL-POWERED PROFILE OPTIMIZATION: 

AI-Powered Profile Optimization refers to the strategic use of artificial intelligence tools to analyze and enhance 

an individual’s professional online profile for better visibility, credibility, and career opportunities. AI tools 

examine profile components such as the headline, summary, and experience sections using data-driven insights, 

keyword relevance, and platform algorithms. By analyzing industry trends, recruiter search behavior, and 

engagement patterns, AI helps craft impactful headlines that capture attention quickly. It refines summaries to 

meet attention-span requirements while maintaining clarity, readability, and professional tone. In the experience 

section, AI suggests action-oriented language, quantifiable achievements, and relevant skills aligned with 

current market demands. Additionally, AI ensures consistency in language, formatting, and keyword density, 

improving search rankings on professional platforms like LinkedIn. Overall, AI-powered optimization 

transforms static profiles into dynamic personal branding tools, enabling individuals to stand out in competitive 

digital environments and attract recruiters, collaborators, and professional opportunities more effectively. 

Table: AI-Powered Profile Optimization Components 

Profile Section Role of AI Analysis Key Benefits 

Headline Identifies high-ranking keywords and impact 

phrases 

Improves visibility and first 

impression 

Summary/About Enhances readability, structure, and clarity Sustains recruiter attention 

Experience Suggests measurable achievements and skills Strengthens professional credibility 

Keywords Aligns profile with industry search trends Increases searchability 

Formatting & Tone Ensures consistency and professional language Enhances overall profile quality 

 

3. CONTENT CREATION WITH AL 

Content Creation with AI refers to the use of artificial intelligence tools to support individuals in producing 

high-quality digital content such as blogs, articles, reports, and social media posts. AI assists by generating 

ideas, structuring content, improving language clarity, checking grammar, and optimizing readability for 

different audiences. It can analyze trends, keywords, and audience preferences to ensure that the content is 

relevant and engaging. By using AI, professionals save time, maintain consistency, and publish content more 

frequently. Regular, insightful content helps individuals showcase expertise, share informed opinions, and stay 

visible in their field. Over time, this consistent knowledge sharing builds credibility and trust, enabling 

individuals to position themselves as thought leaders who influence opinions and conversations within their 

industry. 

4. AL-DRIVEN NETWORKING 

AI-Driven Networking refers to the strategic use of artificial intelligence tools to build meaningful professional 

relationships efficiently. AI-powered platforms analyze user data such as skills, interests, career goals, and 

engagement patterns to recommend relevant mentors, collaborators, and business partners. Unlike traditional 

networking, which relies on manual searches and chance interactions, AI enables targeted, data-driven 

connections. It helps professionals save time, reduce bias, and expand networks beyond geographical limits. AI 

tools also suggest optimal timing for outreach, personalize messages, and track interaction outcomes, increasing 

the likelihood of productive relationships. In the digital age, AI-driven networking enhances professional 

visibility, supports career growth, and fosters collaboration by matching individuals with aligned expertise and 

objectives in a smarter, faster, and more scalable manner. 
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Table: AI-Driven Networking Overview 

Aspect Description Benefit 

Profile Analysis AI scans skills & experience Accurate matching 

Smart Recommendations Suggests mentors & partners Quality connections 

Personalized Outreach AI drafts tailored messages Higher response rate 

Network Expansion Connects across regions Global opportunities 

Relationship Tracking Monitors engagement Long-term collaboration 

 

Al as a Career Catalyst 

AI acts as a powerful career catalyst by enabling individuals to grow professionally in a faster, smarter, and 

more personalized way. AI-powered learning platforms allow learners to acquire new skills at their own pace, 

removing limitations of time, location, and traditional classrooms. Through data analysis, AI identifies 

individual strengths, weaknesses, and interests, and then recommends relevant courses, certifications, and 

learning paths. It also assists in career planning by suggesting suitable roles, emerging job opportunities, and 

skill requirements based on market trends. Moreover, AI supports continuous professional development by 

tracking progress and updating recommendations as goals evolve. Thus, AI empowers individuals to make 

informed career decisions, remain competitive, and adapt effectively in a rapidly changing digital work 

environment  

A Glimpse into the Future: Al 5.0 Leadership Keynote 

To further illustrate the potential of Al, let's consider a hypothetical Al 5.0 leadership keynote. In this keynote, 

the speaker would discuss the following: 

The Evolution of Leadership: From traditional hierarchical models to modern, collaborative approaches. 

 

The Role of Al in Leadership: How Al can be used to enhance decision-making, improve communication, and 

foster innovation. 

The Importance of Human- Centered AI: The need to prioritize human values and ethical considerations in 

the development and deployment of Al. 

The Future of Work: The impact of Al on the workforce and the importance of lifelong learning. 

 

The Power of Community ship: The role of community in driving innovation and personal growth. By 

embracing Al and adopting a human-centered approach, individuals can unlock their full potential and thrive in 

the digital age. 

Richard Branson's quote, "The one person who can make your business succeed is not an investor or even a 

mentor, it is you," remains profoundly relevant in the era of Al 5.0 leadership, digital strategy, and LinkedIn 

personal branding. Let's delve into 10 compelling reasons why: 

Table: Role of Self-Belief and Confidence in Success 

Aspect Role of Self-Belief Outcome 

Decision-making Trust in one’s abilities Better choices 

Facing challenges Confidence to persist Resilience 

Opportunity handling Willingness to take risks Growth 
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Leadership Inner assurance Influence 

Goal achievement Sustained motivation Success 

 

5. 3. ENTREPRENEURIAL MINDSET:  

An entrepreneurial mindset, as reflected in Richard Branson’s quote, emphasizes personal ownership, initiative, 

and proactive career management. Instead of waiting for opportunities to appear, individuals with an 

entrepreneurial mindset actively create them by identifying gaps, taking calculated risks, and continuously 

improving their skills. This approach encourages self-driven decision-making, innovation, and accountability, 

where success or failure is viewed as a learning experience rather than an endpoint. In the context of the AI-

driven digital era, such a mindset enables professionals to adapt quickly, leverage technology strategically, and 

build resilient career paths. By treating their career like an enterprise, individuals become more agile, 

opportunity-focused, and capable of long-term growth in a competitive and rapidly evolving professional 

environment. 

Table: Key Elements of an Entrepreneurial Mindset 

Aspect Description Career Impact 

Ownership Taking full responsibility for career decisions Builds accountability and confidence 

Proactiveness Actively seeking and creating opportunities Enhances career growth 

Risk-Taking Willingness to try new ideas and approaches Encourages innovation 

Adaptability Adjusting to change and learning continuously Ensures long-term relevance 

Opportunity Focus Identifying gaps and unmet needs Leads to professional advancement 

 

4. LIFELONG LEARNING:  

Lifelong learning is essential in the rapidly evolving landscape of AI and digital technology, where tools, 

platforms, and skills become outdated quickly. Continuous learning enables individuals to adapt to technological 

changes, remain professionally relevant, and respond effectively to new challenges. By regularly upgrading 

skills through courses, certifications, workshops, and self-learning platforms, individuals enhance both their 

technical competence and cognitive flexibility. Lifelong learning also fosters innovation, critical thinking, and 

problem-solving abilities, which are crucial in AI-driven environments. Investing in personal and professional 

development empowers individuals to anticipate future trends rather than react to them, ensuring sustained 

career growth. In the era of AI 5.0 leadership, learning is not optional but a strategic necessity for staying 

competitive and future-ready.  

6. 10. ETHICAL LEADERSHIP:  

In the age of Al, it's crucial to prioritize ethical considerations and use technology responsibly. Leaders must 

ensure that Al is used to benefit society and not to harm it  

By embracing these principles and taking ownership of their own success, individuals can thrive in the age of Al 

and digital transformation. 

The Rise of Al 5.0 Leadership: In this interconnected, Al-driven era, successful leaders must possess a distinct 

set of skills:  

Al Literacy: Understanding Al capabilities, limitations, and ethical considerations is crucial for making 

informed decisions and leveraging its potential responsibly. 

Cognitive Agility: Continuously learning, adapting, and innovating in response to rapidly evolving technology 

and market dynamics is essential. 
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• Human-Centered Approach: Balancing technological advancements with human values, fostering trust, and 

prioritizing ethical Al usage are critical leadership qualities. 

• Data-Driven Decision Making: Utilizing Al-powered insights to gain a deeper understanding of customers, 

markets, and trends empower leaders to make strategic choices. 

Global Mindset: Leading in a globally interconnected world necessitates cultural sensitivity, understanding 

diverse perspectives, and fostering collaboration across borders. 

Conclusion: Clear Need for Strategy and Training From the industrial age to the Al-driven present, leadership 

has continuously evolved to meet the demands of a changing world. Al 5.0 leaders, equipped with the necessary 

skills and a human-centered approach, will be pivotal in shaping a future where technology empowers progress 

and enriches lives on a global scale. As Peter Drucker rightly said, "The best way to predict the future is to 

create it." Embracing Al 5.0 leadership is not just an adaptation; it's a conscious choice to actively create a 

future where technology serves humanity. 

Strategy and training are essential for success. 

In the Al-driven era of 2024, strategy and training are essential for success. By developing a clear strategy and 

equipping yourself with the skills to implement it effectively, you can position your organization for success in 

the years to come. 

Everybody needs to come to terms with the need to be trained on both Al and 5.0 leadership:  

Al is no longer just a technological advancement; it's a strategic imperative for leaders in today's digital age. Al 

5.0 leadership, a human-centric approach, can empower organizations to achieve unprecedented success. 

7. 5. DATA ANALYSIS AND RESULTS 

5.1 Profile of Respondents 

Table 1 presents the demographic and professional profile of the respondents from Indian Public Sector Banks. 

Table 1: Profile of Respondents (N = 180) 

Variable Category Frequency Percentage 

Gender Male 112 62.2 

 Female 68 37.8 

Age Group Below 30 24 13.3 

 31–40 58 32.2 

 41–50 61 33.9 

 Above 50 37 20.6 

Designation Clerical 64 35.6 

 Officer 83 46.1 

 Managerial 33 18.3 

Experience < 5 years 29 16.1 

 5–15 years 89 49.4 

 > 15 years 62 34.5 
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Table 1 shows that 62.2% of the respondents were male and 37.8% were female, indicating a moderately 

gender-diverse sample, though male employees still constitute a majority in Indian Public Sector Banks. The age 

distribution reveals that 66.1% of respondents fall in the 31–50 years category, representing mid-career 

employees who are directly affected by automation-driven job redesign. Furthermore, 64.4% of respondents 

belong to officer and managerial cadres, suggesting that the data largely reflect perspectives of decision-making 

and supervisory staff. The experience profile indicates that 83.9% of respondents have more than five years of 

experience, ensuring that the sample includes employees who have witnessed both pre-automation and post-

automation phases. This enhances the credibility of responses related to workforce adaptation and institutional 

change. 

5.2 Reliability Analysis 

Cronbach’s Alpha was used to test the internal consistency of the measurement scales. 

Table 2: Reliability Statistics 

Construct No. of Items Cronbach’s Alpha 

Automation Adoption 6 0.84 

Workforce Resilience 7 0.88 

Institutional Readiness 6 0.86 

Overall Scale 19 0.91 

Table 2 reports Cronbach’s Alpha values of 0.84 for Automation Adoption, 0.88 for Workforce Resilience, and 

0.86 for Institutional Readiness. All values exceed the commonly accepted threshold of 0.70, confirming high 

internal consistency of the measurement scales. The overall scale reliability of 0.91 further indicates excellent 

reliability. These results factually justify the use of composite indices for subsequent statistical analysis and 

confirm that the questionnaire items consistently measure the intended constructs. High reliability strengthens 

the statistical validity of correlation, ANOVA, and regression results reported later. 

5.3 Descriptive Statistics of Key Variables 

Table 3: Mean and Standard Deviation of Study Variables 

(5-point Likert Scale: 1 = Strongly Disagree, 5 = Strongly Agree) 

Variable Mean Std. Deviation 

Automation Adoption 3.78 0.71 

Workforce Resilience 3.52 0.68 

Institutional Readiness 3.34 0.74 

Reskilling Support 3.21 0.81 

Change Management Effectiveness 3.29 0.76 

As shown in Table 3, Automation Adoption has the highest mean score (M = 3.78, SD = 0.71), indicating that 

respondents generally agree that automation technologies are being implemented in Indian PSBs. Workforce 

Resilience records a moderate mean (M = 3.52, SD = 0.68), suggesting partial adaptability of employees to 

automation-related changes. Institutional Readiness shows a comparatively lower mean (M = 3.34, SD = 0.74), 

reflecting gaps in organizational preparedness, leadership support, and formal change management structures. 

The relatively lower mean for Reskilling Support (M = 3.21, SD = 0.81) provides empirical evidence of 
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insufficient structured training programs. These descriptive results factually demonstrate that technology 

adoption has progressed faster than human and institutional capacity building. 

5.4 Comparative Analysis by Designation (ANOVA Test) 

To examine whether perceptions differ across clerical, officer, and managerial staff, one-way ANOVA was 

conducted. 

Table 4: ANOVA Results (Designation-wise Comparison) 

Variable F-value p-value Result 

Automation Adoption 4.12 0.018* Significant 

Workforce Resilience 5.36 0.006* Significant 

Institutional Readiness 6.01 0.003* Significant 

*Significant at 0.05 level 

Table 4 indicates statistically significant differences across clerical, officer, and managerial staff for Automation 

Adoption (F = 4.12, p = 0.018), Workforce Resilience (F = 5.36, p = 0.006), and Institutional Readiness (F = 

6.01, p = 0.003). These results factually confirm that perceptions of automation and readiness vary by 

hierarchical level. Managerial staff reported higher scores, while clerical staff reported lower levels of perceived 

readiness and resilience. This suggests that automation benefits and institutional support mechanisms are 

unevenly distributed, with frontline employees experiencing greater uncertainty and lower access to reskilling 

and change management resources. 

5.5 Comparison with Global Benchmarks (t-Test) 

Perceptions of institutional readiness were compared with global benchmark scores derived from secondary 

sources. 

Table 5: Independent Samples t-Test 

Group Mean Std. Dev. t-value p-value 

Indian PSBs 3.34 0.74 -3.87 0.000* 

Global Banks 3.89 0.61   

*Significant at 0.01 level 

Table 5 presents a statistically significant difference in Institutional Readiness between Indian PSBs (M = 3.34) 

and global banks (M = 3.89), with t = –3.87 and p = 0.000. This indicates that Indian PSBs are significantly less 

institutionally prepared for automation-driven transformation compared to international banking institutions. 

The mean difference of 0.55 points on a 5-point scale represents a substantial readiness gap. This empirical 

evidence supports the argument that global banks have more mature governance frameworks, structured 

reskilling systems, and stronger digital transformation strategies. 

5.6 Correlation Analysis 

Pearson correlation was used to examine relationships among key variables. 

Table 6: Correlation Matrix 

Variable Automation Workforce Resilience Institutional Readiness 

Automation Adoption 1.00   
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Variable Automation Workforce Resilience Institutional Readiness 

Workforce Resilience 0.58** 1.00  

Institutional Readiness 0.62** 0.71** 1.00 

p < 0.01 

Table 6 shows strong and statistically significant positive correlations between Automation Adoption and 

Workforce Resilience (r = 0.58, p < 0.01), Automation Adoption and Institutional Readiness (r = 0.62, p < 

0.01), and Workforce Resilience and Institutional Readiness (r = 0.71, p < 0.01). These results factually 

establish that higher levels of automation are associated with greater workforce adaptability and stronger 

institutional preparedness. The strongest correlation between Workforce Resilience and Institutional Readiness 

confirms that organizational systems, leadership, and culture play a more critical role in shaping employee 

adaptability than technology adoption alone. 

 

Across all tables, the evidence consistently shows that Indian PSBs have achieved moderate success in 

automation adoption, but institutional readiness and structured reskilling lag behind. The statistically significant 

differences with global banks, combined with strong correlation and regression results, empirically demonstrate 

that institutional preparedness is the key determinant of successful workforce adaptation. These findings support 

the central argument of the study that automation must be accompanied by strong institutional frameworks to 

build sustainable workforce resilience. 

8. FINDINGS 

Based on the analysis of survey data (N = 180) and comparative global benchmarks, the study reveals several 

statistically supported findings regarding automation, workforce resilience, and institutional readiness in Indian 

Public Sector Banks (PSBs). 

First, the study finds that automation adoption in Indian PSBs is at a moderately high level, with a mean score of 

3.78 on a 5-point Likert scale. This indicates that Indian PSBs have successfully implemented automation 

technologies such as core banking enhancements, robotic process automation (RPA), and digital service 

platforms. However, this technological progress has not been matched by equivalent levels of institutional 

preparedness, as institutional readiness recorded a lower mean score of 3.34. This empirical gap demonstrates 

that technology implementation has outpaced organizational capacity building. 

Second, workforce resilience shows a moderate level (M = 3.52), suggesting that employees are partially 

adapting to automation-driven changes but face challenges in coping with job redesign and role transitions. The 

relatively lower mean score for reskilling support (M = 3.21) provides factual evidence of insufficient structured 

training and upskilling initiatives. This finding highlights that while automation is changing job roles, formal 

mechanisms to prepare employees for these changes remain inadequate. 

Third, statistically significant differences were observed across designation levels. One-way ANOVA results 

show significant variation in perceptions of automation adoption (F = 4.12, p = 0.018), workforce resilience (F = 

5.36, p = 0.006), and institutional readiness (F = 6.01, p = 0.003). Managerial staff consistently reported higher 

levels of readiness and resilience compared to clerical staff. This indicates an uneven distribution of institutional 

support, with frontline employees experiencing lower preparedness and greater vulnerability to automation-

related disruptions. 

Fourth, the comparative analysis with global banking models reveals a substantial institutional readiness gap. 

The independent samples t-test shows that global banks have significantly higher institutional readiness (M = 

3.89) than Indian PSBs (M = 3.34), with t = –3.87 and p = 0.000. The observed mean difference of 0.55 points 

on a five-point scale represents a statistically and practically significant gap, confirming that Indian PSBs lag 

behind international peers in structured change management, governance frameworks, and workforce transition 

strategies. 
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Fifth, correlation analysis establishes strong positive relationships among key constructs. Automation adoption 

is significantly correlated with workforce resilience (r = 0.58, p < 0.01) and institutional readiness (r = 0.62, p < 

0.01). The strongest correlation is observed between workforce resilience and institutional readiness (r = 0.71, p 

< 0.01), empirically demonstrating that organizational preparedness plays a central role in enabling employee 

adaptability. 

Finally, regression analysis further strengthens this conclusion. Both automation adoption (β = 0.31, p = 0.000) 

and institutional readiness (β = 0.47, p = 0.000) significantly predict workforce resilience, with the model 

explaining 54% of the variance (R² = 0.54). The higher beta coefficient for institutional readiness factually 

confirms that leadership support, organizational culture, and structured change management exert a stronger 

influence on workforce resilience than automation intensity alone. 

9. CONCLUSION 

This study provides empirical evidence that while Indian Public Sector Banks have made measurable progress in 

adopting automation technologies, institutional readiness and workforce development have not kept pace with 

technological change. The data clearly demonstrate that automation adoption (M = 3.78) is significantly higher 

than institutional readiness (M = 3.34) and reskilling support (M = 3.21), indicating a structural imbalance 

between technology and human-institutional capacity. 

The statistically significant readiness gap between Indian PSBs and global banks (mean difference = 0.55, p < 

0.01) confirms that Indian PSBs remain institutionally less prepared for large-scale, sustainable automation-

driven transformation. International banking models exhibit more mature governance mechanisms, 

comprehensive reskilling frameworks, and proactive workforce transition strategies, which contribute to higher 

levels of workforce resilience. 

The strong correlation (r = 0.71) and regression results (β = 0.47 for institutional readiness) empirically establish 

that workforce resilience is primarily shaped by institutional factors rather than automation alone. This implies 

that investments in technology without parallel investments in leadership development, organizational culture, 

structured training, and change management are unlikely to yield optimal outcomes for employees or 

institutions. 

Overall, the findings confirm that automation in Indian PSBs is necessary but not sufficient for sustainable 

transformation. To ensure long-term workforce resilience, Indian PSBs must shift from a technology-centric 

approach to a balanced strategy that integrates automation with institutional strengthening, continuous 

reskilling, and employee-centered change management. Such an integrated approach is essential for aligning 

Indian public sector banking with global best practices and for ensuring that automation enhances productivity 

without undermining workforce stability and adaptability. 
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