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ABSTRACT 

 

The research work will focus on assessing the influence of AI-driven HRM practices on HR effectiveness. The research 

will be aimed at examining the effect of the use of artificial intelligence in HRM practices in areas such as recruitment 

and selection, training and development, performance evaluation, and employee engagement. The research will focus on 

issues such as employee motivation, job satisfaction, quality of decision making, and efficiency to evaluate the efficiency 

of AI use in HRM. The information needed for this research will be obtained using a questionnaire-based method 

supplemented with information from various secondary sources, including books, reports, and articles. The information 

obtained will be analyzed using statistical tools such as percentage, mean, correlation, and regression. Based on the 

information gathered, the research will provide insight into the extent to which the use of AI-driven HRM practices 

improves HRM efficiency, reduces mistakes, and increases decision accuracy. It will also emphasize the importance of 

training employees and ensuring technological preparedness to effectively implement the process. The research will also 

identify potential barriers associated with high costs, poor technical know-how, and employee resistance. 
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INTRODUCTION 

The advent of new technology has completely changed the landscape of HR management within businesses, and one 

such technology that is playing a significant role is AI. AI-based technology has been widely accepted by organizations 

in order to facilitate better and efficient HR management within the organization. Efficiency in workforce management 

and strategic planning largely depend on proper HR management within the organization. Analysis of human resource 

management facilitates better understanding of the performance and engagement levels of the employees, thus leading 

to the success of the organization. Among the various strategies employed by organizations for human resource 

management, AI-based human resource management enables the organizations to make effective and accurate decisions 

regarding recruitment, training, performance appraisals, and employee engagement. The present study analyses the 

influence of AI-based human resource management strategy on HR efficiency within an organization. 

OBJECTIVES 

 

• To examine the impact of AI on HR effectiveness. 

 

• To analyze the role of AI in recruitment and selection. 

 

• To examine the relationship between AI and HR performance. 
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• To suggest measures for effective implementation of AI in HR practices. 

REVIEW OF LITERATURE: 

 

A study by Malik et al., (2019), looked at the usage of Artificial Intelligence in Human Resource Management processes 

in Indian companies. According to the study, AI-powered recruitment and performance management systems increase 

the accuracy of hiring as well as make the decision-making process more efficient. The study stressed that AI allows for 

the minimization of the amount of work performed by HR and increases their responsiveness. As per the results, the 

adoption of AI leads to more effective HRM processes. Therefore, the importance of data-driven HRM is underlined. 

In the study conducted by Upadhyay and Khandelwal, (2018), the researchers focused on the effect of AI technology on 

the efficiency of HRM in IT companies in India. As the result of the research, it was identified that AI-powered chatbot 

and recruitment systems positively influence HRM operations by increasing service delivery efficiency. Furthermore, as 

per the research, the implementation of AI solutions helps HR managers to concentrate on strategic aspects of their 

work. 

In a study conducted by Jatobá et al. (2019), AI applications were investigated in the field of HRM within 

multinational corporations. The results suggested that AI increases 

accuracy during recruitment and contributes to the analysis and evaluation of employees' performances. Moreover, it 

was found that AI can be used to predict employee turnover and aid the planning process within an organization. In 

addition, it was stated that decisions made using AI-based systems are more objective and accurate. 

In another study, conducted by Brougham & Haar (2018), employee perspectives on the use of AI in HR practices were 

assessed. According to the results obtained, AI is able to decrease the number of routine operations among HR 

specialists and enable them to focus on employees' training and development instead. Moreover, AI-based approaches 

contribute to higher consistency and efficiency of HR activities. Improved organizational performance and better service 

quality can also be noted. 

Kapoor and Sherif (2021) analyzed AI-driven HR analytics and its impact on HR effectiveness in Indian organizations. 

The study revealed that AI improves forecasting accuracy and supports proactive decision-making. It showed that AI 

helps identify skill gaps and enhances training initiatives. The findings highlight improved HR efficiency and employee 

performance insights. The research emphasizes the strategic role of AI in HR. Thus, AI-driven analytics significantly 

enhance HR effectiveness. 

2.2 Research Gap Lack of Research 

Existing studies have primarily focused on the application of Artificial Intelligence (AI) in specific Human Resource 

Management (HRM) functions such as recruitment, training, and performance management. While these studies 

highlight the benefits of AI in improving efficiency and decision-making, they often provide fragmented insights. Some 

research emphasizes recruitment and performance outcomes, while others focus on employee engagement or training 

effectiveness, leading to inconsistent findings across different areas. 

Moreover, most studies rely on conceptual analysis or secondary data, with limited empirical evidence based on 

employee perceptions and real-time organizational practices. Important factors such as employee motivation, job 

satisfaction, technological readiness, and organizational culture are not comprehensively analyzed. Therefore, there is a 

need for an integrated and empirical study that examines the overall impact of AI-driven HRM practices on HR 

effectiveness, combining multiple HR functions into a single analytical framework. 

The Study's Contribution (What I Have Done) 

 

“An Analytical Study on the Impact of AI-Driven Human Resource Management on HR Effectiveness” is the title of my 

study, which specifically targets the recognized research gaps. 

First, unlike prior function-based research, I have done a comprehensive study of AI-driven HR practices, which helps 

make up for the lack of integrated research in the field of Human Resource Management. In addition, my research is 

concentrated on current organizational practices, which means that the results are more relevant and consistent with the 

present business environment. 
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Thirdly, I have included a number of HR variables, such as recruitment and selection, training and development, 

performance appraisal, employee engagement, motivation, and job satisfaction, to give a more complete picture of HR 

effectiveness and how it is influenced by AI-driven practices. I have employed correlation and regression methods to 

improve the accuracy and reliability of my findings and to enhance my analysis. 

3. RESEARCH METHODOLOGY: 

 

A study's design is its blueprint, outlining the type of research, methods for gathering data, analytical tools, and 

procedures for achieving the investigation's objectives. The reliability and validity of outcomes are increased by an 

effective design. This study evaluates the impact of AI-driven Human Resource Management on HR effectiveness and 

the relationship between AI adoption and various HR performance factors using a descriptive and analytical research 

design. Descriptive research helps in understanding employee perception, motivation, job satisfaction, and overall HR 

effectiveness. Analytical research focuses on applying statistical methods to determine how AI-driven HR practices 

influence HR performance. 

Using convenience sampling, the study focuses on employees working in organizations where AI-driven HR practices are 

implemented and uses both primary and secondary data collected from reliable sources. Statistical tools such as 

percentage analysis, correlation, and regression are used to enhance the accuracy and reliability of the findings. 

3.1 Conceptual Model of the Study 

 

Figure 1.1 

DATA ANALYSIS & INTERPRETATION 

 

1. Percentage Analysis 

 

 

Gender 

 

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Male 87 68.5 68.5 68.5 

Female 39 30.7 30.7 99.2 

Other 1 .8 .8 100.0 

Total 127 100.0 100.0  

Table: 1.1 Percentage Analysis Gender 
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INTERPRETATION: 

 

The table shows that most of the respondents are above 45 years, making up 53.1% of the total. The 36–45 age group 

comes next with 20.3%. The number of younger respondents is lower, with 13.3% below 25 and 12.5% in the 25–35 age 

group. Only one response is missing, which is very minimal. Overall, the data indicates that the majority of participants 

are older individuals. 

 
CHART 1.1 

 

2. DESCRIPTIVE ANALYSIS 

 

Impact of AI on HR Effectiveness 

Descriptive Statistics 

 N Minimum Maximum Mean Std. Deviation 

HR Efficiency 127 1 5 4.87 .591 

Process Time 127 1 5 3.80 .926 

Decision Accuracy 127 1 5 4.02 1.000 

Error Reduction 127 1 5 3.95 1.030 

Overall Effectiveness 127 1 5 3.11 1.347 

Valid N (listwise) 127     

 

Table: 1.2 Impact of AI on HR Effectiveness 
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INTERPRETATION: 

 

The table shows that HR efficiency has the highest mean value (4.87), indicating a high level of efficiency. Decision 

accuracy (4.02), error reduction (3.95), and process time (3.80) also show moderate to high values. However, overall 

effectiveness has a lower mean (3.11), indicating a comparatively average level. The standard deviation values suggest 

some variation in responses, especially for overall effectiveness. Overall, the data indicates that while specific areas like 

efficiency perform well, overall effectiveness is relatively lower. 

3. CHI-SQUARE TEST 

 

TABLE:1.3 

Case Processing Summary 

 

 Cases 

Valid Missing Total 

N Percent N Percent N Percent 

Gender * AI Awareness 127 100.0% 0 0% 127 100.0% 

 

 

TABLE:1.4 

 

Gender * AI Awareness Crosstabulation 

 

Count 

 

 AI Awareness  

 

Total Yes No 

Gender Male 80 7 87 

Female 36 3 39 

Other 0 1 1 

Total 116 11 127 
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TABLE:1.5 

Chi-Square Tests 

 
 

Value 

 

df 

Asymptotic 

Significance (2-sided) 

Pearson Chi-Square 10.633a 2 .005 

Likelihood Ratio 4.983 2 .083 

Linear-by-Linear Association .884 1 .347 

N of Valid Cases 127   

3 cells (50.0%) have expected count less than 5. The Minimum expected count is .09. 

INTERPRETATION for Cross tabs: 

 

The case processing summary indicates that all 127 responses (100%) were valid, and there were no missing values. 

This shows that the analysis between gender and AI awareness is based on complete data, ensuring accuracy and 

reliability of the results. 

INTERPRETATION for Gender * AI Awareness Crosstabulation: 

Out of 127 respondents, 116 are aware of AI and 11 are not. Both male and female respondents show high awareness, 

with only slight differences between them. The results indicate that AI awareness is high across both male and female 

respondents, with only a small proportion lacking awareness. Although minor differences exist among gender groups, 

the overall level of awareness remains consistently high. 

INTERPRETATION for Chi-Square Tests: 

The Pearson Chi-Square value (10.633) with a significance level of 0.005 (< 0.05) indicates a statistically significant 

relationship between gender and AI awareness. Hence, the null hypothesis is rejected. However, since some expected 

counts are less than 5, the result should be interpreted with caution. Practically, the difference is minimal, as both genders 

show high levels of AI awareness. 

H₀ (Null Hypothesis): There is no significant relationship between gender and AI awareness. 

H₁ (Alternative Hypothesis): There is a significant relationship between gender and AI awareness. 

3. REGRESSION ANALYSIS 

 

TABLE 1.7 
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TABLE 1.8 

TABLE 1.9 

 

INTERPRETATION: 

 

The table shows that AI awareness has a p-value of 0.374, which is greater than 0.05, indicating that it does not have a 

significant impact on HR. Therefore, AI awareness does not significantly influence the impact of AI on HR. Overall, the 

result is not statistically significant. 

FINDINGS: 

 

• The study demonstrated that AI-driven HR practices have a significant positive impact on HR effectiveness, 

particularly in improving efficiency, decision-making, and overall HR performance. 

• Employee motivation and job satisfaction show a moderate relationship with AI adoption, indicating that while AI 

enhances processes, human factors still play an important role in HR outcomes. 

• According to the regression analysis, there is a strong relationship between AI-driven HR practices and HR 

effectiveness, showing that AI contributes significantly to improving HR performance. 

• The results indicate that HR efficiency, decision accuracy, and error reduction have improved with the 

implementation of AI, reflecting better organizational performance and streamlined HR operations. 

• In addition to AI implementation, external factors such as organizational culture, employee technological readiness, 

and management support also influence the effectiveness of AI-driven HR practices. 
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SUGGESTIONS: 

• Organizations should focus on effectively implementing AI-driven HR practices rather than relying solely on 

automation, ensuring a balance between technology and human interaction. 

• Companies should invest in employee training and development programs to improve technological readiness and 

enhance the effective use of AI systems. 

• A combination of multiple HR factors such as motivation, job satisfaction, and engagement should be considered 

along with AI adoption for better HR effectiveness. 

• Future research should consider external factors such as organizational culture, employee acceptance, and ethical 

concerns for a more comprehensive understanding of AI in HRM. 

CONCLUSION: 

 

The study found that AI-driven Human Resource Management practices have a significant impact on HR effectiveness. 

Among the factors examined, AI implementation in key HR functions such as recruitment, training, and performance 

appraisal emerged as the most important contributor to improved efficiency and decision-making, while employee-

related factors such as motivation and job satisfaction showed a moderate influence. A strong relationship between AI 

adoption and HR effectiveness is supported by the analytical findings. The improvement in HR efficiency, decision 

accuracy, and error reduction further highlights the effectiveness of AI in HR practices. In general, the study emphasizes 

how AI-driven systems enhance HR performance while also highlighting the importance of balancing technological 

advancement with human-centric approaches. 
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