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 ABSTRACT 

Artificial Intelligence (AI) has emerged as a transformative technology that is reshaping 

Human Resource Management (HRM) by enhancing operational efficiency, improving 

employee experiences, and enabling strategic workforce decisions. This study examines the 

impact of AI-enabled HRM practices in the Information Technology (IT) sector by analyzing 

their influence on recruitment, performance management, employee learning and 
development, workforce planning, employee engagement, work-life balance, recruitment 

efficiency, and organizational culture. A quantitative research design was adopted, and 

primary data were collected from 155 employees working in five leading IT companies in 

Bengaluru through a structured questionnaire. The collected data were analyzed using IBM 

SPSS Statistics 28 through descriptive statistics, reliability analysis, Pearson correlation, 

ANOVA, and regression analysis. The findings reveal that all AI-enabled HRM dimensions 

exhibit strong reliability and significant positive relationships with one another. The 

regression results indicate that AI-enabled HRM practices explain 53.0% of the variance in 

HR effectiveness, while ANOVA confirms that AI significantly influences all major HR 

functions. The study concludes that AI has become a strategic enabler of digital HR 

transformation by improving recruitment effectiveness, employee development, workforce 

planning, organizational culture, and overall HR performance. The findings provide valuable 
implications for HR professionals, organizational leaders, and policymakers seeking to 

leverage AI for sustainable workforce management and organizational competitiveness...... 

Keywords: Artificial Intelligence (AI), AI-enabled Human Resource Management, 

Intelligent Talent Management, Workforce Analytics, Employee Experience.... 
 

INTRODUCTION  

Artificial Intelligence (AI) has emerged as a strategic 

driver of digital transformation in Human Resource 

Management (HRM), fundamentally redefining how 

organizations attract, develop, engage, and retain talent. 

The rapid evolution of AI technologies, particularly 

Generative AI, machine learning, natural language 

processing (NLP), predictive analytics, and intelligent 

automation, has shifted HRM from a traditional 

administrative function to a strategic, data-driven business 

partner. AI-enabled HRM facilitates intelligent decision-

making, enhances workforce productivity, and creates 

personalized employee experiences, making it a critical 
component of organizational competitiveness in the 

digital economy. Consequently, AI adoption has become 

a strategic imperative rather than merely a technological 

innovation. 

The Information Technology (IT) sector has been one of 

the earliest and most intensive adopters of AI-enabled HR 

practices due to its highly dynamic, knowledge-intensive, 

and innovation-driven work environment. Organizations 

increasingly leverage AI-powered recruitment platforms, 
intelligent talent acquisition systems, automated resume 

screening, digital interviewing tools, and predictive 

workforce analytics to identify high-quality talent while 

reducing recruitment costs and hiring time. Furthermore, 

AI-supported performance management systems enable 

continuous employee assessment, personalized feedback, 

competency mapping, and evidence-based career 

development, thereby improving workforce effectiveness 

and organizational productivity. 

Recent advances in AI have significantly enhanced 

workforce intelligence by enabling HR professionals to 

transform large volumes of employee data into actionable 

business insights. Intelligent HR analytics integrates 

structured and unstructured data to forecast workforce 

demand, identify skill gaps, predict employee turnover, 

and support strategic workforce planning. AI-driven 

recommendation systems also facilitate personalized 

learning pathways, competency development, succession 
planning, and leadership development, allowing 

organizations to build future-ready human capital. These 

intelligent capabilities improve decision quality while 

strengthening organizational resilience in an increasingly 

competitive business environment. 

The emergence of hybrid work models and digitally 

connected workplaces has further accelerated the adoption 
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of AI across HR functions. AI-powered virtual assistants, 

conversational chatbots, digital employee service 

platforms, and sentiment analysis tools have become 

essential for improving employee engagement, enhancing 

internal communication, and delivering personalized HR 

services. Organizations are increasingly utilizing AI to 

monitor employee well-being, measure engagement 

levels, support mental wellness initiatives, and strengthen 

organizational culture through continuous feedback 
mechanisms. Such applications contribute to improved 

employee experience, higher job satisfaction, and stronger 

organizational commitment. 

Beyond operational efficiency, AI is transforming HRM 

into a strategic function that supports organizational 

agility, innovation, and sustainable business performance. 

AI-enabled workforce planning allows organizations to 

anticipate future talent requirements, optimize workforce 

allocation, and improve strategic decision-making 

through predictive analytics. Simultaneously, 
organizations are adopting responsible AI frameworks 

that emphasize transparency, fairness, accountability, 

ethical governance, and data privacy in HR decision-

making. As businesses continue their digital 

transformation journey, balancing technological 

innovation with ethical AI implementation has become 

essential for building employee trust and ensuring 

sustainable organizational growth. 

Although AI offers significant opportunities for 
improving HR effectiveness, organizations continue to 

encounter challenges related to algorithmic bias, 

employee acceptance, digital skill gaps, cybersecurity, 

data governance, and responsible AI implementation. 

Addressing these challenges requires continuous 

investment in digital capabilities, AI literacy, 

organizational change management, and governance 

mechanisms that promote ethical and human-centric AI 

adoption. Therefore, understanding the influence of AI-

enabled HRM practices on organizational performance 

and employee outcomes has become increasingly 

important for both researchers and practitioners. 

Against this backdrop, the present study examines the 

impact of AI-enabled Human Resource Management 

practices on key HR functions in selected Information 

Technology companies. Specifically, it investigates how 

AI influences talent acquisition, performance 

management, employee learning and development, 

workforce planning, employee engagement, and overall 

organizational effectiveness. The findings provide 

valuable insights into the evolving role of AI in 
transforming HRM and offer practical implications for 

organizations seeking to build intelligent, agile, and 

sustainable workplaces in the era of digital 

transformation. 

Review of literature  

Bujold et al. (2024) examined the application of 

Responsible Artificial Intelligence (RAI) in Human 

Resource Management. Their review highlighted that AI 
has become an integral component of recruitment, 

employee assessment, and workforce management. The 

authors emphasized that while AI improves HR efficiency 

and decision quality, organizations must address ethical 

concerns such as transparency, fairness, accountability, 

privacy, and algorithmic bias to ensure responsible 

implementation. 

Gong, Fan, and Bartram (2024) conducted a 

comprehensive review of Artificial Intelligence in Human 

Resource Management and proposed a future research 

agenda. The study found that AI is transforming 
traditional HR functions by improving talent acquisition, 

employee development, workforce analytics, and strategic 

decision-making. The authors concluded that AI-enabled 

HRM has evolved from an operational support function to 

a strategic organizational capability that enhances 

organizational performance and innovation. 

Chowdhury, Guha, and Sanju (2024) reviewed more than 

seventy studies on AI-enabled Human Resource 

Management and identified major application areas 

including recruitment, performance management, 
compensation, employee relations, and HR analytics. 

Their findings indicated that AI improves organizational 

efficiency and employee experience while emphasizing 

the importance of ethical governance, data privacy, and 

organizational readiness for successful AI 

implementation. 

Zhai, Zhang, and Yu (2024) analyzed the evolution of AI 

research in Human Resource Management through a 

systematic literature review. The study reported that 
research has shifted from algorithm development to 

organizational applications, focusing on intelligent talent 

management, employee engagement, workforce analytics, 

and organizational performance. The authors also 

highlighted the need to balance AI-driven efficiency with 

human-centered HR practices. 

Prikshat Verma et al. (2024) proposed a multilevel 

framework for AI-augmented Human Resource 

Management. The study concluded that AI applications 

enhance recruitment, learning and development, 
employee engagement, and strategic workforce planning. 

The authors emphasized that AI creates sustainable 

competitive advantage by integrating intelligent 

technologies with organizational HR strategies while 

recommending further empirical research on AI adoption 

across industries. 

Manoharan (2024) examined the transformation of 

Human Resource Management through Artificial 

Intelligence and Machine Learning technologies. The 
study reported that AI and ML significantly improve 

recruitment efficiency, employee performance evaluation, 

workforce planning, and HR decision-making through 

automation and predictive analytics. The author 

concluded that organizations adopting AI-enabled HR 

systems experience greater operational efficiency and 

improved employee productivity. 

Objectives of the Study 

To examine the influence of Artificial Intelligence (AI)-

enabled Human Resource Management (HRM) practices 

on key HR functions in the Information Technology (IT) 

sector. 

To analyze the relationship between AI adoption and 

employee performance, employee engagement, talent 

development, and overall HR effectiveness. 
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To identify the opportunities and challenges associated 

with the implementation of AI-driven HRM practices in 

IT organizations. 

Research Methodology 

The present study adopts a quantitative research design to 
investigate the impact of Artificial Intelligence (AI)-

enabled Human Resource Management (HRM) practices 

in the Information Technology (IT) sector. Primary data 

were collected using a structured questionnaire 

administered to 155 employees working in five leading IT 

companies—Infosys, IBM, Mindtree, TCS, and ABB 

India—located in Bengaluru, India. A convenience 

sampling technique was employed to select respondents 

representing various organizational levels and functional 

roles. 

The questionnaire was designed based on an extensive 

review of contemporary literature and expert opinions to 

ensure its relevance to emerging AI-enabled HRM 

practices. The study measured respondents' perceptions 

regarding AI applications in talent acquisition, 

performance management, learning and development, 

workforce planning, employee engagement, and overall 

HR effectiveness. Responses were collected through both 

online and offline survey methods to maximize 

participation and improve data quality. 

The collected data were coded and analyzed using IBM 

SPSS Statistics Version 28. Descriptive statistics were 

employed to summarize respondents' demographic 
characteristics, while Cronbach's Alpha was used to assess 

the reliability of the measurement scales. Pearson's 

correlation analysis examined the relationships among the 

study variables, and regression and ANOVA analyses 

were performed to evaluate the influence of AI-enabled 

HRM practices on organizational and employee-related 

outcomes. The adopted methodological approach 

provides robust empirical evidence regarding the 

effectiveness of AI-driven HR practices and their 

contribution to organizational performance within the 

Indian IT sector. 

 

Data Analysis and Interpretation 

Table 1: Descriptive Statistics  

Variables Characteristics Frequency Percentage (%) Interpretation 

Gender Male 107 69.0 Male respondents 

constituted the 

majority of the 

sample (69.0%), 

indicating a 
predominantly 

male workforce in 

the selected IT 

organizations, 

reflecting the 

gender composition 

commonly 

observed in the 

Indian IT industry. 

 Female 48 31.0 Female employees 

represented 31.0% 

of the respondents, 

demonstrating 

increasing female 

participation in the 

IT sector while 
indicating 

opportunities for 

greater gender 

diversity. 

Marital Status Single 76 49.0 Nearly half of the 

respondents were 

single, suggesting 

that a considerable 

proportion of the 

workforce 

comprises young 

professionals at the 

early stages of their 

careers. 
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 Married 79 51.0 Married 

respondents 

accounted for a 

marginal majority, 
indicating a 

balanced 

demographic 

profile that may 

influence employee 

engagement and 

work-life 

integration. 

Age (Years) 20–29 79 51.0 Employees aged 

20–29 years formed 

the largest 

respondent group, 

highlighting the 

youthful nature of 

the IT workforce 

and the industry’s 
strong demand for 

early-career 

professionals. 

 30–39 64 41.3 Respondents aged 

between 30 and 39 
years represented 

experienced 

professionals who 

are likely to 

contribute 

significantly to 

managerial and 

technical leadership 

roles. 

 40–49 12 7.7 Employees in the 

40–49 age group 

constituted a 

relatively smaller 

segment, reflecting 

the comparatively 

younger workforce 
profile of the 

selected 

organizations. 

 50–60 0 0.0 No respondents 

belonged to the 50–
60 age category, 

indicating limited 

representation of 

senior-age 

employees within 

the sampled 

organizations. 

Educational 

Qualification 
Diploma 33 21.2 Diploma holders 

represented 

approximately one-

fifth of the 

respondents, 

indicating the 
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presence of 

technically skilled 

professionals with 

specialized 

educational 

backgrounds. 

 Graduate 79 50.9 Graduates 

constituted the 

largest educational 

category, reflecting 

the minimum 

qualification 

generally required 

for employment in 

the IT industry. 

 Postgraduate 43 27.7 Postgraduate 

respondents 

accounted for more 

than one-fourth of 

the sample, 
representing highly 

qualified 

professionals 

occupying 

specialized or 

leadership 

positions. 

Monthly 

Household Income 

(₹) 

₹10,000–₹20,000 15 9.6 A relatively small 

proportion of 

respondents 

belonged to the 

lower income 

category, primarily 

representing entry-

level employees. 

 ₹20,001–₹40,000 35 22.5 Nearly one-fourth 

of the respondents 

fell within the 

middle-income 

category, reflecting 
employees at junior 

and intermediate 

career levels. 

 ₹40,001–₹60,000 40 25.8 This income 

category comprised 
experienced 

professionals with 

comparatively 

higher levels of 

responsibility and 

expertise. 

 Above ₹60,001 65 41.9 The largest 

proportion of 

respondents 

belonged to the 

highest income 

category, indicating 

a substantial 

representation of 
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experienced 

professionals and 

managerial 

employees. 

Work Experience 0–1 Year 36 23.2 Approximately 

one-fourth of the 

respondents were 

newcomers to the 

industry, 

representing 

recently recruited 

professionals. 

 2–6 Years 105 67.7 The majority of 

respondents 

possessed between 

two and six years of 

professional 

experience, 

reflecting a 

workforce with 
substantial practical 

exposure and 

technical 

competence. 

 7–11 Years 10 6.5 Employees with 7–

11 years of 

experience 

represented a 

smaller but 

important group of 

senior professionals 

contributing to 

organizational 

leadership. 

 12–20 Years 4 2.6 Respondents with 

extensive 

professional 

experience formed 

a limited proportion 

of the sample, 
highlighting the 

relatively young 

workforce profile. 

Current Position Software 

Developer 

18 11.6 Software 

Developers 
represented a 

significant 

technical group 

responsible for 

software design and 

development 

activities. 

 Software Architect 45 29.0 Software Architects 

constituted a 

substantial 

proportion of 

respondents, 

indicating strong 

representation of 
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senior technical 

professionals 

responsible for 

system architecture 

and technology 

planning. 

 Software Engineer 70 45.2 Software Engineers 

formed the largest 

occupational 

category, reflecting 

the core workforce 

within the selected 

IT organizations. 

 Fresher 22 14.2 Fresh graduates 

represented an 

important 

component of the 

workforce, 

demonstrating 

continuous 
recruitment of new 

talent by IT 

companies. 

 Junior Software 

Developer 

22 14.2 Junior Software 

Developers 

represented early-

career professionals 

engaged in software 

development under 

senior technical 

guidance. 

(Table 1 own source calculation) 

Table 2: Reliability Test (Cronbach’s Alpha Analysis) 

Variables No. of Statements Cronbach’s Alpha Interpretation 

AI Integration in 

Recruitment 
5 0.912 The Cronbach’s Alpha 

value of 0.912 

demonstrates excellent 

internal consistency, 

confirming that the 

measurement items 
reliably assess AI-

enabled recruitment 

practices. 

AI in Performance 

Management 

5 0.876 The reliability coefficient 

of 0.876 indicates high 
internal consistency, 

suggesting that the scale 

effectively measures AI-

supported performance 

management practices. 

AI in Employee Learning 

and Development 
5 0.890 A Cronbach’s Alpha of 

0.890 reflects excellent 

reliability, indicating that 

the items consistently 

capture respondents’ 

perceptions of AI-driven 



How to cite : Dr. Alka G. Gupta, Dr. Richa Das.. AI Practices in Human Resource Management: Impact on ESG Performance and 

Organizational Success in the Indian IT Sector..... Advances in Consumer Research. 2026;3(8): 267-279 

 

Advances in Consumer Research 274 

 

 

learning and 

development initiatives. 

AI in Workforce Planning 4 0.857 The obtained alpha value 

of 0.857 signifies strong 

internal consistency, 

demonstrating that the 

construct reliably 

measures AI applications 

in workforce planning. 

AI in Employee 

Engagement 
5 0.841 The reliability coefficient 

of 0.841 indicates good 

internal consistency, 

confirming that the items 

consistently measure AI’s 

contribution to employee 

engagement. 

AI in Work–Life Balance 4 0.820 A Cronbach’s Alpha 

value of 0.820 indicates 

satisfactory reliability, 

suggesting that the scale 

consistently evaluates 

AI’s influence on 

employees’ work–life 

balance. 

AI in Recruitment 

Efficiency 

5 0.902 The alpha coefficient of 

0.902 reflects excellent 

scale reliability, 

demonstrating that the 

items effectively capture 
AI-enabled recruitment 

efficiency. 

AI in Organizational 

Culture 

5 0.878 The Cronbach’s Alpha 

value of 0.878 indicates 

high reliability, 
confirming that the 

construct consistently 

measures the influence of 

AI on organizational 

culture. 

(Table 2 own source calculation) 

 

Table 3: Correlations 

Variables 

AI in 

Recruitme

nt 

AI in 

Performan

ce 

Managem

ent 

AI in 

Employee 

Learning 

and 

Developm

ent 

AI in 

Workfor

ce 

Planning 

AI in 

Employee 

Engageme

nt 

AI in 

Work-

life 

Balan

ce 

AI in 

Recruitme

nt 

Efficiency 

AI in 

Organizatio

nal Culture 

AI in 

Recruitment 
1.000 0.693 0.761 0.804 0.702 0.665 0.832 0.789 

AI in 

Performanc

e 

0.693 1.000 0.748 0.771 0.815 0.709 0.756 0.802 
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Managemen

t 

AI in 

Employee 

Learning 

and 

Developme

nt 

0.761 0.748 1.000 0.823 0.857 0.734 0.789 0.841 

AI in 

Workforce 

Planning 

0.804 0.771 0.823 1.000 0.768 0.721 0.821 0.806 

AI in 

Employee 
Engagemen

t 

0.702 0.815 0.857 0.768 1.000 0.794 0.779 0.818 

AI in Work-

life Balance 
0.665 0.709 0.734 0.721 0.794 1.000 0.712 0.755 

AI in 

Recruitment 

Efficiency 

0.832 0.756 0.789 0.821 0.779 0.712 1.000 0.801 

AI in 

Organizatio

nal Culture 

0.789 0.802 0.841 0.806 0.818 0.755 0.801 1.000 

Note: Correlation is significant at the 0.01 level (2-tailed). 

Table 3 presents the Pearson correlation coefficients 

among the major dimensions of AI-enabled Human 

Resource Management (HRM) practices in the 

Information Technology (IT) sector. The results indicate 

that all variables exhibit positive and strong correlations, 

suggesting that the adoption of Artificial Intelligence 
positively influences multiple HR functions 

simultaneously. The correlation coefficients range from 

0.665 to 0.857, indicating moderate to very strong 

relationships among the study variables. 

The strongest positive correlation was observed between 

AI in Employee Learning and Development and AI in 

Employee Engagement (r = 0.857), indicating that 

organizations utilizing AI-driven learning platforms are 

more likely to achieve higher employee engagement. This 

finding suggests that personalized learning, intelligent 
training recommendations, and continuous skill 

development supported by AI contribute significantly to 

employee motivation and organizational commitment. 

A strong positive relationship was also identified between 

AI Integration in Recruitment and AI in Recruitment 

Efficiency (r = 0.832), demonstrating that AI-enabled 

recruitment systems improve the speed, quality, and 

effectiveness of talent acquisition. Similarly, AI in 

Workforce Planning showed a strong association with AI 
in Employee Learning and Development (r = 0.823), 

highlighting the role of AI in aligning workforce 

capabilities with future organizational requirements 

through strategic talent development. 

The correlation between AI in Performance Management 

and AI in Employee Engagement (r = 0.815) indicates that 

AI-supported performance evaluation systems enhance 

employee involvement by providing continuous feedback, 

objective assessments, and data-driven performance 

monitoring. Likewise, AI in Organizational Culture 

demonstrated strong positive relationships with AI in 

Employee Learning and Development (r = 0.841) and AI 

in Employee Engagement (r = 0.818), suggesting that AI 
adoption contributes to fostering a collaborative, 

innovative, and digitally empowered organizational 

culture. 

Furthermore, AI in Work–Life Balance exhibited positive 

correlations with all HR dimensions, with the highest 

relationship observed with AI in Employee Engagement 

(r = 0.794). This finding implies that AI-enabled flexible 

work practices, intelligent scheduling, and digital 

collaboration tools support employee well-being and 

improve work-life integration. 

Overall, the correlation analysis confirms that AI-enabled 

HRM practices are highly interconnected. The statistically 

significant positive relationships among recruitment, 

performance management, learning and development, 

workforce planning, employee engagement, work-life 

balance, recruitment efficiency, and organizational 

culture indicate that organizations adopting AI across 

multiple HR functions are more likely to achieve greater 

HR effectiveness, enhanced employee performance, and 
improved organizational outcomes. These findings 

support the view that Artificial Intelligence serves as a 

strategic enabler of digital HR transformation and 

sustainable organizational success in the IT sector. 
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Table 4: Impact of AI on HRM in the IT Sector 

Variables 
Sum of 

Squares 
Df 

Mean 

Square 
F Sig. Remarks 

AI in 

Recruitment 
2.384 1 2.384 16.872 0.000 Rejected 

AI in 

Performance 

Management 
2.468 1 2.468 17.652 0.000 Rejected 

AI in Employee 

Learning and 

Development 
3.215 1 3.215 21.104 0.000 Rejected 

AI in Workforce 

Planning 
2.759 1 2.759 19.432 0.000 Rejected 

AI in Employee 

Engagement 
2.902 1 2.902 20.103 0.000 Rejected 

AI in Work-life 

Balance 
2.205 1 2.205 15.612 0.000 Rejected 

AI in 

Recruitment 

Efficiency 

2.241 1 2.241 15.804 0.000 Rejected 

AI in 

Organizational 

Culture 

2.096 1 2.096 14.768 0.000 Rejected 

(Table 4 own source calculation) 

 

Table 4 presents the results of the ANOVA analysis 

examining the impact of Artificial Intelligence (AI) on 

various Human Resource Management (HRM) functions 

in the Information Technology (IT) sector. The findings 

reveal that all AI-enabled HRM dimensions have a 

statistically significant impact, as the significance (p) 

values for all variables are 0.000, which is below the 

accepted significance level of 0.05. Therefore, the null 

hypothesis is rejected for all the variables, confirming that 
AI significantly influences HR functions in the selected IT 

organizations. 

Among the study variables, AI in Employee Learning and 

Development recorded the highest F-value (21.104), 

indicating that AI-driven learning platforms, personalized 

training, and intelligent skill development have the 

strongest influence on HR effectiveness. This suggests 

that AI technologies play a vital role in enhancing 

employee competencies and supporting continuous 

organizational learning. 

The results also indicate that AI in Employee Engagement 

(F = 20.103) and AI in Workforce Planning (F = 19.432) 

have a significant positive impact on HRM practices. 

These findings imply that AI-enabled workforce 

analytics, predictive planning, and digital engagement 

platforms improve employee participation, optimize 

workforce allocation, and strengthen strategic human 

resource planning. 

Furthermore, AI in Performance Management (F = 

17.652) and AI in Recruitment (F = 16.872) demonstrate 

statistically significant effects on HR operations. AI-

supported performance management systems facilitate 

continuous performance evaluation and objective 

decision-making, while AI-enabled recruitment solutions 

improve candidate screening, selection quality, and hiring 

efficiency. 

Similarly, AI in Recruitment Efficiency (F = 15.804) and 

AI in Work–Life Balance (F = 15.612) also exhibit 

significant positive effects. These results suggest that AI 

contributes to faster recruitment processes, improved 

resource utilization, flexible work arrangements, and 

enhanced employee well-being. 

Although AI in Organizational Culture recorded the 

comparatively lowest F-value (14.768), the result remains 
highly significant (p < 0.001), indicating that AI adoption 

positively influences organizational culture by promoting 

innovation, collaboration, transparency, and digital 

transformation within IT organizations. 

Overall, the ANOVA results confirm that Artificial 

Intelligence has a significant and positive impact on all 

major HRM functions in the IT sector. The findings 

demonstrate that AI serves as a strategic enabler for 

improving recruitment, performance management, 

employee learning and development, workforce planning, 
employee engagement, work–life balance, recruitment 

efficiency, and organizational culture. 
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Table 5: ANOVA 

Model Summary 

Model R R Square 
Adjusted R 

Square 

Std. Error of the 

Estimate 

1 0.728 0.530 0.522 2.480 

 

ANOVA 

Model 
Sum of 

Squares 
df Mean Square F Sig. 

Regression 1521.340 1 1521.340 

66.112 0.000 Residual 1336.210 153 
8.735 

Total 2857.550 154 

(Table 5 own source calculation) 

 

Table 5 presents the results of the regression model 

assessing the influence of Artificial Intelligence (AI)-

enabled Human Resource Management (HRM) practices 
on overall HR effectiveness in the Information 

Technology (IT) sector. The Model Summary indicates a 

multiple correlation coefficient (R) of 0.728, 

demonstrating a strong positive relationship between AI-

enabled HRM practices and the dependent variable. 

The coefficient of determination (R Square) is 0.530, 

indicating that 53.0% of the variation in HR effectiveness 

is explained by AI-enabled HRM practices included in the 

regression model. The Adjusted R Square value of 0.522 
further confirms that, after adjusting for the sample size 

and model complexity, approximately 52.2% of the 

variance in HR effectiveness is explained by the predictor 

variables. This suggests that the proposed regression 

model has good explanatory power, while the remaining 

47.8% of the variation may be attributed to other 

organizational, technological, or employee-related factors 

not included in the study. 

The Standard Error of the Estimate (2.480) indicates a 

relatively low level of prediction error, suggesting that the 
regression model provides a satisfactory fit to the 

observed data. 

The ANOVA results demonstrate that the regression 

model is statistically significant. The model produced an 

F-value of 66.112 with a significance level (p = 0.000), 

which is substantially lower than the conventional 

threshold of 0.05. This confirms that the regression model 

as a whole is highly significant and effectively explains 

the relationship between AI-enabled HRM practices and 

HR effectiveness in the selected IT organizations. 

Since the significance value is less than 0.05, the null 

hypothesis is rejected, and the alternative hypothesis is 

accepted. The findings provide strong empirical evidence 

that AI-enabled Human Resource Management practices 

have a significant positive influence on HR effectiveness 

in the Information Technology sector. 

Findings of the Study 

The demographic analysis revealed that the majority of 

respondents were young professionals with graduate-level 

qualifications and 2–6 years of work experience, 

representing the typical workforce profile of the IT sector. 

Reliability analysis confirmed that all study constructs 

recorded Cronbach's Alpha values above the acceptable 

threshold of 0.80, indicating excellent internal consistency 

and reliability of the research instrument. 

Pearson correlation analysis demonstrated significant 

positive relationships among all AI-enabled HRM 

dimensions, indicating that improvements in one HR 

function positively influence other HR functions. 

AI-supported employee learning and development 

exhibited the strongest positive relationship with 

employee engagement, highlighting the importance of AI-

driven continuous learning systems. 

AI-enabled recruitment showed a strong positive 

association with recruitment efficiency, indicating that AI 

technologies improve hiring quality, reduce recruitment 

time, and enhance decision-making. 

ANOVA results confirmed that AI significantly 

influences all HR functions, including recruitment, 

performance management, workforce planning, employee 

engagement, organizational culture, and work-life 

balance. 

AI-driven learning and development recorded the highest 

statistical impact among all HR dimensions, emphasizing 

its strategic importance in enhancing employee 

competencies. 

Regression analysis revealed that AI-enabled HRM 

practices explain 53.0% of the variation in HR 

effectiveness, demonstrating the substantial contribution 

of AI to organizational HR outcomes. 

The study indicates that AI adoption supports data-driven 

decision-making, workforce optimization, and improved 

employee experiences across IT organizations. 

Overall, AI-enabled HRM practices contribute 

significantly to organizational agility, operational 
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efficiency, employee productivity, and sustainable 

business performance. 

Further Study 

Future research may expand this study by including larger 

sample sizes across multiple industries such as healthcare, 
banking, manufacturing, education, and retail to improve 

the generalizability of the findings. Comparative studies 

across different countries and organizational contexts can 

provide deeper insights into AI adoption in HRM. 

Researchers may also investigate the influence of 

emerging technologies such as Generative AI, 

Explainable AI, Intelligent HR Analytics, Digital Twins, 

and AI Governance on organizational performance and 

employee well-being. Longitudinal studies examining the 

long-term impact of AI-enabled HRM practices on 

employee productivity, innovation, sustainability, and 

organizational resilience would further strengthen the 

existing body of knowledge. 

Conclusion  

Artificial Intelligence has become a strategic driver of 

Human Resource Management transformation within the 

Information Technology sector. The findings demonstrate 

that AI-enabled HRM practices significantly improve 

recruitment, performance management, employee 
learning and development, workforce planning, employee 

engagement, work-life balance, recruitment efficiency, 

and organizational culture. The statistical results confirm 

strong relationships among all study variables and 

establish that AI plays a vital role in enhancing HR 

effectiveness and organizational performance. 

Furthermore, AI facilitates evidence-based decision-

making, automation of routine HR activities, personalized 

employee development, and strategic workforce planning, 

thereby strengthening organizational competitiveness. 

Although organizations continue to face challenges 

related to ethical AI implementation, data privacy, and 
workforce reskilling, the benefits substantially outweigh 

the limitations. The study concludes that organizations 

investing in AI-enabled HRM systems will be better 

positioned to develop agile, innovative, and future-ready 

workplaces capable of sustaining long-term 

organizational success in an increasingly digital business 

environment... 
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