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ABSTRACT

The incorporation of artificial intelligence (Al)-powered HR technologies is revolutionizing
conventional HR procedures and providing notable enhancements to recruitment procedures, talent
management tactics, and employee satisfaction. This study examines how much Al is used in HR roles in
IT industry, with an emphasis on the effects it has on a range of factors including productivity, decision-
making, and employee engagement. In order to provide a thorough analysis of the present situation and
potential future applications of Al in HR, the research consults secondary sources in addition to primary
data gathered through surveys of IT professionals. The study's conclusions show that Al-driven HR
technologies, which enable individualized HR procedures, objective decision-making, and effective task
management, significantly improve employee satisfaction and retention. The study also shows that
routine tasks are being automated, predictive insights are being provided, and more efficient
communication within organizations is being facilitated by Al technologies. The findings demonstrate
that better organizational outcomes, such as lower turnover rates and better alignment of HR strategies
with business objectives, are positively connected with the use of Al in HR practices. According to the
research, companies must embrace Al-driven HR technologies to stay competitive in talent management
and recruitment as they adjust to the changing landscape. It also emphasizes how crucial it is for HR
professionals to keep learning and developing their skills in order to fully utilize Al. In order to optimize
HR procedures and create more engaged and productive workforces, the study ends with strategic
recommendations for IT companies.

Keywords: Al-driven HR technologies, Employee experience, Recruitment, Talent management, IT
industry, etc.

I. INTRODUCTION

Global industry transformation is occurring due to the swift progress of artificial intelligence (Al), and
human resource management (HRM) is no different. Al-driven technologies are changing HR operations
by revolutionizing the way businesses handle talent development, employee engagement, and
recruitment. Using Al in HRM has become crucial for streamlining processes and improving the overall
employee experience in the fast-paced, cutthroat IT industry, where a skilled workforce is in high
demand. With an emphasis on how these technologies are changing conventional HR practices, this
study attempts to examine how Al-driven HR technologies are affecting different HR functions within
IT companies.

Numerous advantages come with implementing Al in HRM, such as automated repetitive tasks, more
precise and data-driven decision-making, and customized employee experiences. Al-powered tools, for
example, can reduce hiring time and costs by streamlining the recruitment process by analyzing large
amounts of data to identify the best candidates. Al also fosters a more motivated and effective workforce
by improving employee engagement through personalized feedback and development plans. But
integrating Al also comes with its share of difficulties, including the requirement that HR professionals
learn new competencies and the possibility of ethical issues with data privacy and biassed decision-
making.

This study investigates the use of Al-driven HR technologies in the IT industry, taking into account the
importance of these developments and their effects on talent management, recruitment, and employee
experience. This study intends to shed light on the opportunities and difficulties that organizations
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encounter when implementing Al in HR by analyzing the practices and results that are currently in place
in this field. The results will provide helpful guidance to IT firms seeking to leverage Al to enhance their
HR procedures, which will ultimately lead to more effective and efficient talent management in the
sector.

Il. REVIEW OF LITERATURE

R. Vedapradha, et al (2023) The objective of this research is to analyse the level of knowledge about
Artificial Intelligence among HR managers and Talent Acquisition managers during the Talent
Acquisition process. Additionally, it aims to investigate the factors that influence the adoption and
utilisation of Assisted Intelligence, as well as evaluate the impact of Artificial Intelligence on Talent
Management. The researchers used a Multi-Stage sampling technique to gather answers from a total of
384 consumers. These customers were HR and TA managers working in IT organisations located in
Bangalore, Mysore, Pune, Chennai, and Hyderabad. The SAS software was used to conduct Simple
Percentage Analysis, Correlation Analysis, and Multiple Linear Regression Analysis in order to verify
the hypothesis. The demographic and construct factors that were taken into account include Adoption,
Actual use, Perceived utility, Perceived Ease of Use, and Talent Management. The association between
awareness of Artificial Intelligence technology and its acceptance in managing Talent Acquisition is
favourable and strong, and is subsequently followed by its actual utilisation. "The first component,
Competency, is mostly influenced by candidate experience." Meanwhile, the second aspect,
Effectiveness in the adoption and practical use of Artificial Intelligence in Talent Acquisition, is mainly
influenced by its ease of use. Talent management is the strongest indicator of technology utilisation, and
its acceptance is the most influential factor in the successful application of technology inside
Information Technology companies.

Samarth Tripathi (2024). In the current dynamic and competitive business environment, the efficient
handling of people has become a crucial strategic need for organisations aiming for long-term
development and achievement. The environment of talent management has seen a significant upheaval
due to the fast growth of technology, namely in the areas of artificial intelligence, data analytics, and
digital platforms. This abstract examines the diverse and complex effects of technology on talent
management techniques, providing insight into both the advantages and difficulties it presents.
Technology has transformed talent acquisition procedures by allowing organisations to access a broader
range of applicants via online job portals, social media platforms, and Al-powered recruiting tools. Data
analytics technologies also aid in identifying applicants with great potential and predicting future
personnel requirements, hence improving recruiting efficiency and effectiveness. Furthermore,
technology has fundamentally transformed the terrain of employee development and training.
Organisations may use e-learning platforms, mobile apps, and virtual reality simulations to provide
personalised and interactive learning experiences to workers. This promotes ongoing skill development
and knowledge growth. Furthermore, technology has completely transformed the way performance
management is conducted. It has moved away from the conventional practice of yearly evaluations and
instead relies on real-time feedback systems enabled by digital platforms and Al-powered analytics.
Managers may use this feature to provide feedback promptly, recognise patterns in performance, and
make choices based on data to enhance employee productivity and engagement. Nevertheless, in
addition to these advantages, the extensive use of technology in talent management also poses problems
and ethical issues. Organisations must provide careful attention and take proactive actions to address
concerns around data privacy, algorithmic prejudice, and the possibility of employment displacement
caused by automation.

Tarig, Muhammad Usman. (2024). The convergence of artificial intelligence (Al) and talent
management has significantly transformed the processes of talent identification, recruitment, and
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retention for organisations in recent years. This chapter examines the profound influence of machine
learning on talent management procedures, providing insight into the inventive methods via which Al is
revolutionising recruiting and retention techniques. The conversation then turns to Al-driven recruiting,
including the use of predictive analytics to anticipate hiring requirements, the automation of resume
screening to improve efficiency and minimise bias, and the use of video and behavioural analysis to
enhance applicant evaluation procedures. These Al-driven approaches not only improve the accuracy of
talent acquisition but also guarantee a deeper alignment between job needs and applicant skills.
Additionally, the chapter discusses the impact of Al on enhancing staff retention, namely via the use of
predictive modelling to detect potential turnover concerns and the implementation of personalised
development programs.

Verma, Ashutosh. (2024). Artificial Intelligence (Al) has become a transformational force,
revolutionising every aspect of our lives in an age characterised by remarkable technical developments.
Artificial Intelligence (Al) has had a substantial impact in several areas, including human resource
management. This chapter examines the increasing importance of Artificial Intelligence (Al) in the
execution of talent management strategies inside organisations. With the continuous advancement of
Artificial Intelligence (Al) technology, organisations may use data-driven insights and automation to
enhance their talent acquisition, development, and retention strategies. This chapter provides a thorough
examination of the many uses of Artificial Intelligence (Al) in talent management. "It delves into the
advantages and difficulties that come with using Al in this field, and also addresses the ethical concerns
related to its employment.” The main purpose of this chapter is to explore the revolutionary potential of
Artificial Intelligence (Al) in personnel management and its impact on organisational performance,
based on the study of current trends and future implications.

I1l. OBJECTIVES OF THE STUDY
Obijectives are stated below:
1. To analyze the impact of Al-driven HR technologies on employee experience.
2. To evaluate the effectiveness of Al in enhancing recruitment processes.
3. To assess the influence of Al-driven HR technologies on talent management strategies.

IV. RESEARCH METHODOLOGY

4.1 Research Design

In order to investigate the influence that Al-driven human resource technologies have on employee
experience, recruitment, and talent management strategies, the research employs a mixed-methods
approach, and it combines descriptive and analytical research.

4.2 Data Collection

Primary Data: Information Technology professionals were given a questionnaire to fill out, which was
used to collect primary data. A Likert scale with five points was used in the survey to evaluate the
impact that Al has had on HR practices.

Secondary data: Secondary information was obtained from sources such as books, websites, journals,
and reports in order to provide additional context and support.

4.3 Development of a Questionnaire Format

After conducting preliminary tests with fifty respondents to determine the readability and accuracy of
the questionnaire, modifications were made in accordance with the results.

4.4 Sampling

Individuals working in the field of information technology who are employed with Al-driven human
resource technologies make up the target population. Using the sample size calculator provided by Rao
Soft, a total of 385 individuals were selected as the sample size. The formula applied was:
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Where:

(N—m)Xn
E= /—
N-1
e N =Population size

e 1 =Fraction of responses of interest

e Z(c/100)= Critical value for the confidence level c.
Based on this calculation, a default sample size of 385 was selected for this study.The selection of IT
companies for sampling was based on whether or not they were actively utilizing or developing Al in
their human resource management practices.

V. ANALYSIS AND INTERPRETATIONS

Prospects of the employee’s information that being investigated is necessary in order to evaluate if the
participants in a particular study are an accurate representative of the desired population for
generalization purposes. Demographic information or research representing the characteristics of the
respondents that are frequently given in his methods section to the research report as variables that are
independent in the research design.

Table 1: Demographic Profile of the Respondents

Particulars | Percentage
Gender

Female 33
Male 67
Total 100.0
Age

25-35 36.0
Below25 31
45-55 17
35-45 12
Aboves5 4
Total 100.0
Educational Status

ProfessionalQualification 10
HT/1IM 8
PGwithadditional Certification 12
Post Graduation 21
Graduation 49
Total 100.0
Incomelevel

Above 50000 171
40000 — 50000 15.2
30000-40000 41.9
20000-30000 17.8
10000-20000 7.0
Total 100.0
Designation

Software 77.3
engineer/Testing/Networking
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ProgramAnalyst 4.7
ITDirector 11.7
ProjectManager 3.7
Business Administration 2.6
Total 100.0

A varied and representative sample of IT professionals is reflected in the respondents’ demographic
profile. When it comes to the gender distribution of the respondents, 67% of them are men and 33% are
women. This suggests that the sample population is significantly dominated by men.

In terms of age distribution, 36% of the sample's respondents are in the 25-35 age range, which is the
largest group of respondents. 31% of the population is under 25, indicating a comparatively youthful
workforce. Of the respondents, 17% are between the ages of 45 and 55, and 12% are between the ages of
35 and 45. Just 4% of respondents are older than 55, indicating that the majority are professionals in
their early to mid-career stages.

In terms of educational attainment, 49% of the participants have completed their graduation. Twenty-one
percent of the sample are postgraduates, and another twelve percent have post-graduation degrees that
are augmented with certifications. Professionally qualified individuals make up 10% of the population,
while graduates from esteemed universities such as IIT/IIM make up 8%. This suggests that the sample
is well-educated, with a sizable percentage of respondents possessing advanced degrees.

Regarding monthly income, a considerable proportion of participants (41.9%) make between 330,000
and %40,000. 17.8% of the population makes between 320,000 and %30,000, and 17.1% makes more
than %50,000. A varied income distribution is evident in the sample, with 15.2% of respondents earning
between 340,000 and X50,000 each month, and 7% earning between 210,000 and 320,000.

Lastly, the breakdown of designations shows that the great majority of respondents (77.3%) work in
technical positions like networking, software engineering, or testing. Program analysts make up 4.7% of
the sample, whereas IT directors make up 11.7%. "Project managers make up 3.7% of the workforce,
and business administrators make up 2.6%." This indicates that technical professionals are well-
represented, with a lower proportion of respondents holding managerial or administrative positions.
Opinion on HR practices with ai adaption in IT industries — Friedman test:

The participants submitted their responses using a hierarchical rating system. The researcher used the
Friedman test to ascertain the respondents’ preferences for these characteristics. The Friedman
methodology, a non-parametric method, is used to get the average rank for each variable. Upon
analysing the average rank, it becomes evident that HR methods including Al in the IT industry
prioritise distinct sets of skills. The null hypothesis posits that there are no statistically significant
disparities in the rankings provided by the participants. Table 2 illustrates the viewpoints of the
respondents about the use of Al in HR practices within the IT industry.

Table 2: HR Practices with Al Adaption in IT industries

HRMPractices MeanRank | Chi- Asymp.Sig
Square

Al bots may routinely scrutinize and authorize requests for work- | 5.69
from home, leave, and attendance, providing employees more
freedom.

People Management and Critical thinking, Emotional Intelligence, | 5.03
Logging and Reporting

Al technology enable HR departments to create personalized | 3.78
feedback forms, incentive schemes, and recognition programmes
that increase employee engagement.

Information Gathering, Predictable analysis, Administration 4.87
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Smart workplace adjustments might boost productivity and reduce | 5.82
employee stress.

Al appears as aided intelligence, which takes over the boring and | 6.27
repetitive duties is currently being done and gives instructions or
assistance.

Al-powered compensation systems and rewards are based on | 6.31
evidence and merit.

Utilizing biometric and email conversation analysis, businesses | 7.37 53.87 0.00
can foster a feeling of community, see warning signs, and build an
engaging workplace.

An Al platform can efficiently and correctly carry out HR tasks. | 6.17
Or right mindset from top.

Unbiased making decisions and processes for selection are made | 6.43
possible by Al technology.

Al assists in improving the employee experience to lower | 6.91
turnover. Scaling initiative and strategies.

Al aids the HR division in creating the best approach that | 6.23
motivates and retains staff.

Al can facilitate personalized HR processes. 4.62

Al-enabled HR practices are Time effective and constructive. 5.46

Al predictive analysis may be used to assess levels of engagement | 5.08
and take immediate action to address problems with engagement
and lower attrition rates.

Table 2 shows that the null hypothesis is rejected at a significance level of 5% since the P value is 0.00,
which is lower than the less desired p value of 0.05. Consequently, it can be concluded that there is a
significant disparity in the average rankings for HR Practices with Al Adoption within IT sectors. The
mean rank indicates that respondents prioritise the value of utilising biometric and email conversation
analysis in businesses to foster a sense of community, identify warning signs, and create an engaging
workplace. This is followed by the importance of Al in improving the employee experience to reduce
turnover. Additionally, Al technology enables unbiased decision-making and selection processes.

HR practices with ai adaption in IT industries — multiple regression:

The researcher has selected the HR practices with Al adaption in IT businesses as dependent factors.
These variables are compared with independent variables such as gender, educational status, marital
status, qualification, designation, family type, and income using multiple regression. To determine the
relationship between the respondent's profile and their perspective on HR practices with Al adoption in
IT sectors, the researcher conducted a multiple regression analysis. Multiple regression builds upon the
regression model. It is used to examine the outcomes of a relationship between one dependent variable
and several independent factors. The variable that was anticipated is considered the dependent variable.
The independent variables, also known as predictors, are the elements used to predict the value of the
dependent variable. The model has been assessed using ANOVA testing. The model being fitted is the
null hypothesis.

Table 3: HR Practices with Al Adaption in IT industries — Model Summary
Model Summaryb

Model R R Square AdjustedR Std.Errorof the  Durbin-
Square Estimate Watson
1 2178 109 .068 2.48102 2.106
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The model summary is shown in Table 3. The R value, which is 0.217, measures the linear correlation
between all independent factors and the dependent variable. The coefficient of determination, denoted as
R square, quantifies the degree to which the data align with the regression line that has been fitted. The
word ‘coefficient of determination’ is synonymous with it. The R square value of 0.109 and modified R
square value of 0.068 demonstrate the correlation between the staff ratio profile and the HR practices
with Al adaption in IT firms.

Table 4: HR Practices with Al Adaption in IT industries — Anova

ANOVA?
Model SumofSquares  |Df Mean Square F Sig.
1 Residual 2828.679 422 6.703
Regression 56.076 5 11.215 3.673 .002°
Total 2884.755 427

a.DependentVariable:HRPracticeswithAlAdaptioninl T industries
b.Predictors:(Constant),Age,Gender,Maritalstatus,Qualification,Designation, Family type, Income Level

The ANOVA Table 3 indicates the confident value is below 0.05 which means the regression model is
statistically fit. Table 4 presents the multiple regression and the significance level of profile of the IT

employees influence the HR Practices with Al Adaption in IT industries.
Table 5 HR Practices with Al Adaption in IT industries — Coefficients

Unstandardized Standardized t Sig.
Model Coefficients Coefficients
B Std. Error Beta
(Constant) 11.690 .796 14.750 .000
Gender 1.757 407 304 1.002 .004
Age 1.943 413 301 244 .002
1 | Educational 1.028 121 110 228 .000
Status
Designation 1.406 161 122 2.532 .000
IncomeLevel 1.137 149 17 557 .000

From the above result the regression equation is framed as follows:

Y= p+qx1+qx2 + qx3 + qx4 + qx5
Where Y= constant, p= dependent variable q= independent variables.
The null hypothesis is rejected for the HR practices adopted by the Al as the p-value is less than 0.05
significant value. This means the respondents profile has significant effect on their HR Practices with Al
Adaption in IT industries.

VI. CONCLUSION

The study's conclusions highlight the revolutionary potential of Al-powered HR technologies to
fundamentally alter several facets of human resource management. "Al has demonstrated a significant
ability to improve employee experience through decision-making process improvement, personalized
feedback, and task automation.” By enabling more effective candidate screening, lowering biases, and
optimizing talent acquisition strategies, these technologies have also completely changed the recruitment
process. Because of this, companies are able to better match applicants with positions that fit their
abilities and potential, which raises the caliber of the workforce as a whole.Furthermore, talent
management strategies have been significantly impacted by Al-driven technologies. Al helps HR
professionals make better decisions about employee development, retention, and succession planning by
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offering data-driven insights. As a result, talent management has become more proactive and strategic,
enabling businesses to efficiently manage their human resources in order to achieve their long-term
objectives. Al integration into HR procedures has also improved HR function agility and responsiveness,
enabling it to quickly adjust to the ever-evolving demands of the modern workplace.

In summary, the integration of Al-powered HR technologies yields significant advantages for a range of
HR operations, including personnel management strategy optimization, recruitment streamlining, and
employee experience enhancement. Organizations must, however, address the difficulties that come with
implementing Al, including protecting data privacy, upholding decision-making transparency, and
encouraging a culture of ongoing learning and adaptation. By doing this, businesses can effectively
utilize Al's potential to promote long-term growth and keep a competitive advantage in the dynamic
business environment.
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