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ABSTRACT

The research paper focuses on the application of artificial intelligence in HRM in India's IT
industry. Organisational readiness, employees' acceptance, technical issues, and the effect of
Al on the productivity of HR operations will be investigated. The research is conducted using
a quantitative survey method, and primary data are gathered from 200 individuals employed
in Indian IT companies. Descriptive analysis and the Pearson correlation technique have been
used to assess patterns and relationships between the variables. According to the results,
employees considers the application and usability of artificial intelligence in Human Resource
practices. In turn, management support and organisational fit are moderate. The majority of
respondents reported a positive effect of Al on recruitment, performance management,
administrative efficiency, and employee engagement. Still, many participants in the study
stated that they had neutral opinions about further implementation and the productivity of HR
operations. Very strong positive correlations were established between Al recruitment
effectiveness, employee engagement, performance effectiveness, and HR productivity.
Besides, significant positive relationships were found for administrative efficiency and the
main Al effectiveness variables. The effectiveness of Al learning showed a weak correlation,
implying that there was less to the organisation than some other Al applications. The results
show that Al can be helpful in enhancing HR practices and productivity in organisations,
provided that there is an appropriate strategy, technical skill, and integration of the system. It
is important for organisations to develop training programs for employees, build
infrastructure, ensure leadership support, and implement change management to maximise
the use of Al in organisations.

Keywords: Artificial Intelligence, Human Resource Management, Indian IT Sector, HR
Productivity, Employee Engagement, Recruitment Effectiveness, Organizational Readiness,
Al Adoption, Performance Management, Administrative Efficiency, Digital Transformation,

Al Implementation

1. INTRODUCTION

Artificial intelligence (AI) has revolutionized human
resource management from being an administrative
function to becoming a strategic business function .
Artificial intelligence helps organizations automate
various operations and makes better HR decisions through
data  analytics.  Artificial intelligence  supports
organizations in recruiting employees, engaging
employees, managing their performance, training, and
retaining employees. Artificial intelligence adoption has
been increasing because there is a need for faster and
efficient HR processes. The global Al in HR market was
valued at USD 5.9 billion in 2023. It is expected to reach
USD 26.5 billion in 2033, having a CAGR of 16.2%. In
2023, 75% of HR departments were using Al for resume
screening and candidate selection . Around 82% were
using Al for sentiment analysis for retention of
employees. Moreover, 70% of HR managers were using
Al for personalized learning programs. The impact of
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these systems led to an increase in the engagement of
employees by 12 percent. The Indian IT industry is swiftly
embracing Al due to its digital transformation and fierce
competition . Nonetheless, successful deployment of Al
in such companies requires factors like organizational
readiness, employee competencies, ethics and
governance, as well as data security. This research
explores how Indian IT companies are getting ready for
their deployment of Al in their HR processes. It assesses
the strategic implementation in the areas of staff
recruitment, performance management tactics, learning,
payroll, and employee engagement .

METHOD

The current research was conducted using a quantitative
research methodology in order to analyze the application
of artificial intelligence in human resource management
practices in the IT industry in India . The chosen research
methodology has been based on the Research Onion
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model proposed by Saunders. The positivist research
philosophy was used as a basis for this research since the
emphasis was made on the objective measuring of Al
adoption and organizational readiness. A deductive
approach was applied in order to verify the formulated
hypotheses . A survey methodology was employed to
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collect the primary data from HR personnel working in
Indian IT companies. The data collection involved the use
of a structured Google Forms questionnaire, and 200 valid
responses were received for the analysis. The responses
received were compiled using Microsoft Excel and then
entered into SPSS for further analysis.

Research
Methods

In this study, the research objectives and hypotheses were
tested using descriptive and inferential statistical methods.
Descriptive statistics were used to describe demographic
factors and Al adoption practices . On the other hand,
inferential statistical analysis comprised independent
samples t-test, one-way ANOVA, chi-square test, Pearson
correlation, and regression. There was adherence to

voluntary, anonymous, and confidential. The collected
information was applied for academic purposes only and
was securely stored to ensure participant confidentiality.
This method produced reliable, objective, and scalable
results of Al transformation in HR management in the
Indian IT industry .

ethical considerations in the entire research process. The RESULTS
selected participants gave their valuable consent prior to Data Completeness for Organizational Readiness
participating in the survey. Participation was entirely Variables
Statistics
32. Does the lack of33.  Is  AIB4. Does35. How aligned[36. Are
technical expertiseiintegration withimanagement [is Al adoptionemployees
hinder Alllegacy systemsjsupport Aljwith receptive to Al-
implementation? |a challenge? jadoption in HR?|organizational |based HR
goals? solutions?
N Valid P00 200 200 200 200
Missing P 0 0 0

Table 1: Data Completeness for Organizational Readiness Variables

All the five questions were answered by 200 respondents,
and there was no missing data at all, meaning that there
was full participation in the survey process. Having no
missing data increased the validity and consistency of the
database used for statistical analysis. The responses
obtained were adequate enough to analyze technical
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knowledge, compatibility of the existing legacy systems

with new technologies, management commitment,
organizational fit, and employee receptiveness to
implementing Al in HR .

Data Completeness for Survey Responses
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Statistics
38. How likely is42. Do you believedd. Do Al tools@6. Are employeesl
your organization tolAl improves overallpose a risk ofcomfortable
expand Al usage inHR productivity? [reducing  humanjinteracting with Al-
HR in the next 5 jobs in HR? driven systems?
years?
IN Valid P00 200 200 200
Missing D 0 0 0

Table 2: Data Completeness for Survey Responses

The data set available for the four questions were perfect
for use in statistical tests. Every participant answered all
the questions, making it possible to analyze how
employees will adopt Al in the future, how productively
they will be, whether any of their jobs will be taken over

by Al, and how they will interact with Al in the
organization . Complete answers increased the reliability
of the statistical tests and minimized any chances of
incomplete-response bias.

Employee Perception of Al in HR Productivity

Frequency  [Percent \Valid Percent  (Cumulative
Percent
Valid  Agree 19 24.5 24.5 24.5
Disagree I .5 .5 25.0
Neutral 130 65.0 65.0 90.0
Strongly agree RO 10.0 10.0 100.0
Total P00 100.0 100.0
Table 3: Employee Perception of AI in HR Productivity
125+
100
Fry
| =
2 75—
o
a
fra
50~
25

T
Agree

The survey findings indicates that majority of respondents
maintained a neutral view on this statement. In all, there
were 130 respondents (65.0%) who chose a neutral option,
suggesting doubt or mixed feelings. On the other hand, 49
respondents (24.5%) agreed with the statement, while 20
respondents (10.0%) strongly agreed with it, revealing a

T
Disagree

Nev.:'trsl StrongI;r agree

positive perception among 34.5% of the respondents.
There was only 1 respondent (0.5%) who disagreed with
the statement, revealing no negative opinion. Generally,
this trend reveals that respondents remained indecisive,
but some agreed with the statement.

Alignment of Al Adoption with Organizational Goals
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Frequency [Percent \Valid Percent (Cumulative
Percent
[Valid  Highly aligned H8 34.0 34.0 34.0
Moderately aligned |l .5 .5 }34.5
Not aligned I .5 .5 PS.O
Slightly aligned 130 65.0 65.0 100.0
Total 00 100.0 100.0

Table 4: Alignment of AI Adoption with Organizational Goals

125

100

Frequency
1

50
251
0 T T T T
Highly aligred Moderately aligned Mot aligned Slightly aligred
The results have shown that the usage of artificial have chosen the option of being highly aligned, meaning
intelligence has been seen as slightly aligned to the a considerable level of confidence that the usage of Al is
organizational goals. The majority of 130 respondents, strategically beneficial for the organizations. Also, 1
which amounts to 65.0%, chose slightly aligned, meaning respondent (0.5%) chose moderately aligned, while
that the AI helps the organizations to achieve their goals another 1 respondent (0.5%) chose not aligned.
but to some extent . However, 68 respondents (34.0%) Employee Receptiveness to Al-Based HR Solutions
Frequency Percent Valid Percent  |Cumulative Percent]
Valid  No 66 33.0 33.0 33.0
Yes 134 67.0 67.0 100.0
Total 00 100.0 100.0

Table 5: Employee Receptiveness to AI-Based HR Solutions
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The research results indicate that there is an inclination
towards Al-based HR solutions from the employees' side.
There were 134 respondents who answered "Yes," which
equals 67.0% of all participants, meaning that the majority
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processes. At the same time, 66 respondents (33.0%)
answered "No," which means that there is still a part of the
population that opposes Al-based HR solutions .

Likelihood of Expanding Al Usage in HR Over the Next

of people approve of the implementation of Al into HR Five Years
Frequency  [Percent \Valid Percent  [Cumulative
Percent

Valid  Likely 68 34.0 34.0 34.0
Neutral 32 41.0 41.0 75.0
Unlikely 19 24.5 24.5 99.5
Very likely |1 .5 .5 100.0
Total P00 100.0 100.0

Frequency

Table 6: Likelihood of Expanding AI Usage in HR Over the Next Five Years
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From the results, there is an inconsistency in the
expectations concerning the future growth of Al in HR. In
all, 82 people (41.0%) were neutral, indicating that they
had no confidence concerning future growth of Al 68
people (34.0%) expected that the growth was likely to
happen, which indicates that their expectations about Al
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were positive. On the other hand, 49 people (24.5%)
thought that growth would be unlikely, and just one
person (0.5%) chose very likely.

Correlation Analysis of Al Effectiveness and HR
Productivity

Correlations
Al Recruitm | Al Performa | Al Employee E
ent Effective | nce Effectiv | ngagement
ness eness
Al Recruitment Ef | Pearson Correlation | 1 0.936 0.957
fectiveness Sig. (2-tailed) 0 0
N 200 200 200
Al Performance E | Pearson Correlation | 0.936 1 0.887
ffectiveness Sig. (2-tailed) 0 0
N 200 200 200
Al Employee Eng | Pearson Correlation | 0.957 0.887 1
agement Sig. (2-tailed) 0 0
N 200 200 200
Al Learning Effec | Pearson Correlation | -0.093 0.151 0.068
tiveness Sig. (2-tailed) 0.19 0.033 0.34
N 200 200 200
Al Admin_Efficien | Pearson Correlation | 0.657 0.818 0.694
ey Sig. (2-tailed) 0 0 0
N 200 200 200
HR Productivity 1 | Pearson Correlation | 0.96 0.86 0.949
ndex Sig. (2-tailed) 0 0 0
N 200 200 200

Table 7: Correlation Analysis of AI Effectiveness and HR Productivity

The Pearson correlation results reveal very strong positive
correlations between Al effectiveness dimensions and HR
productivity in 200 participants. There are very strong
positive  correlations  between Al  recruitment
effectiveness and Al employee engagement (r = 0.957, p
=0.000) and AI performance effectiveness (r=0.936, p =
0.000). It means that there is a relationship between
efficient use of Al in the recruitment process and
employee engagement and performance management .
There is a strong relationship between Al performance
effectiveness and Al employee engagement (r = 0.887, p
= 0.000). There is also a significant positive correlation
between Al administrative efficiency and recruitment
effectiveness (r = 0.657), performance effectiveness (r =
0.818), and employee engagement (r = 0.694). In turn, the
HR productivity index correlates very positively with Al
recruitment effectiveness (r = 0.960), Al performance
effectiveness (r = 0.860), and Al employee engagement (r
= 0.949). However, Al learning effectiveness reveals
weak relationships with all other variables.

DISCUSSION

The results indicate that Al is transforming HR practices
at Indian IT firms. Majority of the respondents have been
using Al-enabled HR practices. The highest application of
Al was found to be in recruitment processes. Al helped in
enhancing resume scanning process, matching of the

candidate and scheduling of interviews. This result
corroborates the literature review on Al-enabled
recruitment systems. HR practices related to performance
management were facilitated due to continuous
monitoring and data-driven assessment of employees.
Learning and development were made more personal by
the use of Al recommendations for training. Majority of
the respondents have seen improvement in learning after
the use of Al. The HR process of payroll was automated
due to which there was no human error. The
communication was improved due to Al-enabled
feedback platforms. Statistical analysis indicated strong
relationships between Al adoption and HR effectiveness.
Organizational ~ readiness  contributed to Al
implementation success . Nevertheless, there were many
challenges facing AI implementation in organizations.
The employees had issues on data privacy and algorithmic
fairness. There were also some organizations where there
were insufficient Al skills in their HR personnel. Training
and reskilling were therefore important in the effective use
of Al . Ethical governance was required in order to make
responsible Al implementation in HR. It is clear from the
findings that Al should complement decisions made by
humans rather than replace the professionals. This means
that Al implementation should involve technology,
readiness of the employees, and organizational support.
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CONCLUSION

According to the findings of the research, the adoption of
Al in HR is rising in the Indian IT industry, with the
support of the organization and acceptance of employees
towards the technology being relatively positive. The
majority of the participants felt that Al was beneficial for

recruitment, performance appraisal, administrative
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