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Abstract 
Artificial Intelligence (AI) is revolutionizing Human Resource Management (HRM) by enhancing 
talent acquisition, workforce analytics, and employee engagement. The study examines the role of AI-
driven tools in improving recruitment efficiency, decision-making, and workforce optimization. The 
studyuses a mixed-method approach, analyzing primary and secondary data to assess AI’s impact on 
HR functions. The findings reveal that AI enhances recruitment processes, facilitates predictive 
workforce analytics, and improves employee engagement. However, challenges such as algorithmic 
bias, data privacy concerns, and integration difficulties persist. The study provides recommendations 
for organizations to adopt AI ethically while maximizing its benefits in HRM. 
 
Keywords: Artificial intelligence, human resource management, talent acquisition, workforce 
analytics, employee engagement, Ai-driven HR strategies 
 
Introduction 
Artificial Intelligence (AI) has transformed various industries, including Human Resource 
Management (HRM). Traditionally, HR departments used manual processes, subjective 
judgments, and static metrics to manage employee lifecycles. However, as employment 
dynamics become more complex, with the rise of digital technology, has prompted a 
paradigm change toward data-driven decision-making. AI, powered by advanced computing 
technologies, has become the cornerstone of current HR practices, enabling organizations to 
optimize personnel management, streamline operations, and enhance employee experiences 
(Ramírez, 2020) [1, 4].  
AI in HRM has various applications, including automating administrative processes and 
giving actionable insights through advanced analytics. AI-powered talent acquisition tools 
scan candidate profiles at scale, identifying top talent more accurately and quickly than 
traditional techniques. AI-powered performance management technologies may objectively 
analyze employee contributions, minimizing biases and encouraging a fair and transparent 
workplace atmosphere. 
AI integration in HRM is a strategic imperative to adapt to changing business landscapes, 
rather than just a technology upgrade. AI is rapidly being used by organizations to address 
difficulties including talent shortages, employee engagement, and workforce diversity. AI 
can help HR managers make proactive decisions, leading to greater agility and 
competitiveness in a dynamic market (Michalík, et al., 2021) [2]. 
 
Integrating AI into Human Resource Management 
AI is revolutionizing Human Resource Management (HRM) by finding top talent more 
accurately and quickly than previous techniques. AI-powered performance management 
technologies may objectively analyze employee contributions, minimizing biases and 
encouraging a fair and transparent workplace atmosphere. 
Organizations should implement data-driven and automated techniques to manage people 
and improve employee performance.  
Engage employees and improve organizational performance.  

https://www.humanresourcejournal.com/
https://www.doi.org/10.33545/26633213.2025.v7.i1c.272


International Journal of Research in Human Resource Management https://www.humanresourcejournal.com  

~ 221 ~ 

 
 

Fig 1: Artificial Intelligence in Human Resource Management 
 

AI technology has transformed HR activities from labor-
intensive processes to intelligent systems capable of data 
analysis, trend prediction, and strategic decision-making. AI 
plays a significant role in HRM, affecting talent acquisition, 
workforce analytics, employee engagement, and decision-
making. It has transformed how firms manage their human 
capital (Davahli, et al., 2021) [3]. 
 
Talent Acquisition and Recruitment 
AI has significantly improved talent acquisition processes, 
making it a valuable contribution to HRM. AI-powered 
recruitment solutions use ML and NLP to evaluate resumes, 
identify suitable prospects, and predict their prospective fit 
for the firm. These solutions streamline initial candidate 
screening, freeing up HR personnel to focus on more 
important tasks (Ramírez, 2020) [1, 4]. 
 
Workforce Analytics 
AI-powered workforce analytics are transforming 
organizational assessment and management. AI analyzes 
structured and unstructured data from numerous sources, 
including performance appraisals, employee surveys, and 
operational indicators, to provide actionable insights. HR 
practitioners can use these insights to identify workforce 
trends, predict employee churn, and make data-driven 
decisions to improve workforce efficiency (Ramírez, 2021) 

[6]. Predictive analytics can anticipate employee turnover 
rates by assessing job satisfaction, engagement, and work-
life balance.  
This enables organizations to address underlying issues and 
implement retention strategies, like targeted training or role 
changes. AI-powered sentiment analysis analyzes textual 

data from feedback forms, emails, and social media postings 
to detect employee unhappiness early on (Ramamoorthi, 
2023) [7].  
AI dashboards simplify complicated workforce data, 
allowing managers to monitor team performance, identify 
talent gaps, and allocate resources efficiently. Integrating AI 
into workforce analytics can enhance organizational 
effectiveness. 
 
Employee Engagement and Experience 
AI improves employee engagement and creates 
individualized workplace experiences. Intelligent systems 
can analyze employee behavior, preferences, and 
interactions to create personalized engagement tactics that 
increase happiness and productivity. AI-powered platforms 
recommend learning and development programs tailored to 
an employee's role, abilities, and career goals, promoting 
professional growth and retention.AI enables constant 
feedback through sentiment analysis and real-time pulse 
surveys. 
These tools let firms assess employee mood, identify areas 
of concern, and adopt corrective actions quickly. NLP-
powered virtual assistants are improving employee 
experience by answering questions, guiding through 
processes, and providing quick support (Sheth et al., 2022) 
[5]. AI is improving performance management by facilitating 
more dynamic and transparent reviews. Traditional 
performance appraisals generally use rigid and subjective 
indicators, leading to discontent and perceived unfairness. 
AI-powered technologies enable real-time performance 
tracking and assessments, promoting fairness and 
accountability. 
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Objective  
• To analyze the role of AI in talent acquisition by 

examining how AI-driven tools enhance recruitment 
efficiency, candidate selection, and hiring decision-
making.  

• To assess the impact of AI on employee engagement by 
exploring AI-driven strategies for personalized 
employee experiences, feedback mechanisms, and 
workplace communication. 

• To evaluate the effectiveness of AI-driven strategies on 
workforce analytics in predicting employee 
performance, turnover, and organizational productivity.  

 

Hypothesis 
H1: AI-driven tools significantly enhance recruitment 
efficiency, candidate selection, and hiring decision-making 
in talent acquisition. 
 
H2: AI-driven strategies for personalized employee 
experiences, feedback mechanisms, and workplace 
communication have a positive impact on employee 
engagement.  
 
H3: AI-driven strategies for personalized employee 
experiences, feedback mechanisms, and workplace 
communication have a positive impact on employee 
engagement. 
 

 
 

Fig 2: Research Model 
 

Literature Review 
Kadirov, A., et al., (2024) [9] discussed that the 
development, acquisition, and retention of human resources 
would enter a new age with the integration of AI with HRM. 
Technology advancements in artificial intelligence (AI) 
such as machine learning (ML), natural language processing 
(NLP), robotic process automation (RPA), and predictive 
analytics have the potential to completely transform HR 
practices, organizational effectiveness, and decision-
making. The impact of AI on HRM talent management 
techniques was explored in this survey report. Systems 
powered by AI streamline the process of talent acquisition 
by automating the screening of resumes and enabling 
advanced candidate search and interaction methods. Apps 
powered by AI personalize learning and performance 
management to foster talent development, according to 
individual needs and facilitating skill advancement. Staff 
loyalty and retention can be enhanced with the use of AI's 
projected turnover models and employee engagement 
platforms. The study was in spite of the fact that the 
research delves into the challenges of implementing AI as 
well as ethical concerns, such as privacy and algorithmic 
prejudice. With the use of comparative analysis and 
explanatory graphics, the study offers a thorough overview 
of AI-enhanced HRM, including current trends and future 
prospects. Its purpose was to assist practitioners and 
policymakers in navigating technology-driven human 

resource strategies. 
Jain, R., et al., (2024) [13] stated that organizations may 
optimize their skills and have the greatest possible social 
effect by using AI into HRM. This was a game-changing 
potential for social entrepreneurs. The study delved into the 
complementary strategy of utilizing artificial intelligence 
(AI) inside human resource management (HRM) to tackle 
the distinct difficulties encountered by social companies. 
Using a literature review, case studies, and an examination 
of current practices in the business world, the author 
pinpoint four main areas-recruitment, employee 
engagement, performance management, and skill 
development-where artificial intelligence (AI) may make a 
big impact on social entrepreneurship. The study explained 
how artificial intelligence (AI) technologies like natural 
language processing and predictive analytics can simplify 
hiring by matching candidates with company values more 
accurately. Additionally, AI allows for individualized 
approaches to employee engagement, which in turn 
promotes an inclusive and empowering culture—crucial for 
the flourishing of social companies. Organizations may 
better match employee contributions with social objectives 
with the use of AI-enhanced performance management 
solutions, which offer real-time feedback and insights. 
Jha, S., et al., (2024) [10] explained that AI-powered HRM 
solutions were improving efficiency and expediting the 
employment process for firms. The study discussed AI's 
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potential to boost hiring and worker engagement. AI 
technology like chatbots, predictive analytics, and 
automated screening tools improve decision-making, 
eliminate bias, and simplify applicant sourcing. The study 
reviewed AI uses in HRM literature to maximize 
recruitment. It emphasized how these tools personalized 
application experiences and speed up and improve talent 
acquisition. AI solutions improved employee engagement in 
areas like tailored learning, continual feedback, and career 
advancement, according to the study. According to the data, 
AI-powered solutions enhance retention by making the 
hiring process easier and better for candidates. But the 
author also discussed data privacy, AI biases, and ethical 
issues. The study emphasized the need for firms to have 
comprehensive strategy to address these issues and employ 
AI ethically. 
Rai, A., & Singh, L. B. (2023) [14] illustrated that the rapid 
rise of high technology has driven many companies to seek 
creative approaches, ideas, testing, and ingenious solutions 
to improve their product, process, system, and technology. 
Modern businesses use AI-based people analytics to 
improve their futures. The study examined AI in HRM. AI's 
pros and cons in people analytics implementation in 
businesses are also examined. This chapter reviews 
analytics articles and papers systemically. The qualitative 
study reviewed Scopus-extracted publications over the past 
five years. The study showed that AI-based people analytics 
was about to change HRM practices to fit a dynamic 
workplace. It concludes how AI was used in people 
analytics to improve workplace HR. Examined the pros and 
cons of AI in people analytics. Current AI-enabled process 
benefits and difficulties would be explained in the study.  
Bashynska, I., et al., (2023) [11] examined that how 
integrating AI in human capital management might enhance 
the synergy between human ability and advanced 
technology. The study explored how AI is changing HR 
practices, including recruitment, on boarding, employee 
development, and retention. The study highlighted the 
advantages of AI-driven technologies for improving talent 
acquisition, productivity, and employee satisfaction. AI-
driven human capital management offers strategic benefits 
such as agile workforce planning, talent acquisition 
optimization, dynamic performance management, and data-
driven decision making. Adapting to market changes, 
streamlining procedures, and offering tailored learning and 
development boosts resilience and competitiveness in a fast-
paced, uncertain corporate environment. The integration of 
AI and human capital management was a technological 
innovation and strategic requirement. Organizations may 
leverage talent and technology to achieve a smarter, more 
agile, and wealthier future. This integration is crucial for 
firms to maximize human resources and maintain a 
competitive edge in the digital age. 
Maganti, S. (2023) [12] determined the integration of AI and 
IoT had led to substantial workplace breakthroughs, 
particularly in robotics innovation. The convergence of 
technology offered enterprises numerous possibilities. The 
dynamic nature of business domains requires HRM to 
address new difficulties while ensuring optimal growth and 
development. The study explored the use of AI in HR 
departments, focusing on recruiting, on boarding, employee 
retention, compensation management, and staff 
management. The use of AI in HRM strategies is changing 
how firms recruit, manage, and encourage their people. 

Artificial intelligence enables machines to make more 
precise decisions than humans by analyzing past data and 
behavior patterns. The rise of machinery has replaced 
manual labor, requiring HR professionals to take on more 
strategic roles. The benefits of integrating AI with HRM 
components have been discussed. The study would 
discussed the benefits of AI for organizations seeking to 
enhance workforce efficiency and effectiveness. Potential 
benefits of Industry 4.0 include precision, efficiency, and 
flexibility. The successful implementation of Industry 4.0 
requires considerable changes in the HR area. In Industry 
4.0, HR capabilities were crucial for firms to gain a 
competitive edge. The human resources function must be 
vigilant and adaptable to meet challenges and needs. 
Arora, M., et al., (2021) [8] investigated that the corporate 
environment was changing rapidly due to AI advances. AI 
in human resources will help firms assess, forecast, and 
diagnose issues and make better personnel decisions. An 
integrated synthesis of different literature streams critically 
examined the use of AI and HR analytics in HRM for 
performance improvement and competitive advantage. The 
application of artificial intelligence has transformed HRM 
from administrative functions to more complicated 
processes like automation, which has radically changed the 
organizational workforce. AI helps HR with smart people 
analytics. AI and analytics in HR tasks including talent 
acquisition, training and development, employee retention, 
engagement, and performance assessment can enhance 
competency and efficiency. AI, cloud computing, and HR 
analytics can acquire massive employee data. HR was a 
'predictive engine' for business growth. The HR 
department's real challenge was to boost staff skills and 
reenergize HR Analytics and AI teams. AI in human 
resources is functionally analyzed in the study. It 
emphasized AI in HRM functions and highlighted employee 
adoption barriers to HR technology. 
 
Research gap 
While the integration of Artificial Intelligence (AI) in 
Human Resource Management (HRM) is on the rise, much 
of the existing research tends to concentrate on its 
applications in areas like recruitment, employee 
engagement, and workforce analytics, often overlooking its 
broader strategic implications across various HR functions. 
Although AI has made significant strides in enhancing talent 
acquisition, decision-making, and workforce optimization, 
there is still a lack of exploration into the challenges it 
presents, such as algorithmic bias, ethical dilemmas, data 
privacy concerns, and its effects on workforce diversity and 
inclusion. Furthermore, many studies are either theoretical 
or based on case analyses, failing to provide a quantitative, 
data-driven perspective on AI’s actual effectiveness in 
HRM. The adoption of AI in HRM, especially in emerging 
economies, is also under-researched, with the majority of 
studies focusing on Western contexts. Given the unique 
demographic, regulatory, and technological environments in 
different regions, it is essential to understand how AI 
adoption varies across industries and what this means for 
HR professionals. Additionally, the long-term impacts of 
AI-driven HR tools on employee retention, job satisfaction, 
and organizational productivity have not been thoroughly 
examined. To address these gaps, a comprehensive analysis 
of AI’s role in HRM is necessary, looking at both its 
transformative potential and the associated risks to ensure 
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its ethical, effective, and sustainable integration into modern 
workforce management practices. 
 
Research Methodology: The study uses a mixed-method 
approach that combines both qualitative and quantitative 
research techniques to examine the effects of AI-driven 
strategies in human resource management. It focuses on the 
Delhi NCR region and targets experts in AI and HR 
technology, employing a stratified random sampling method 
to ensure a diverse group of participants. A total of 150 
respondents were chosen based on their expertise in AI-
driven HR practices. The research design is both descriptive 

and exploratory, utilizing a structured questionnaire as the 
main tool for gathering data on talent acquisition, employee 
engagement, and workforce analytics. Data analysis is 
performed using MS Excel and SPSS, applying statistical 
methods such as mean, standard deviation, and regression 
analysis to extract insights and evaluate relationships 
between variables. This methodological framework 
guarantees a thorough assessment of AI's impact on HRM, 
offering valuable insights for both academic researchers and 
industry professionals. 
 
Data Analysis and Results 

 
Table 1: Demographics of the Respondents 

 

Sr. No. Demographic Variables Characteristics N % 

1 Age 

18-24 years 41 27.30% 
25-30 years 33 22.0% 
31-35 years 47 31.3% 
36-40 years 29 19.3% 

2 Gender Male 76 50.7% 
Female 74 49.3% 

3 Educational Background 

Bachelor's Degree 45 30.0% 
Doctorate 31 20.7% 

Master's Degree 37 24.7% 
Professional Certification 37 24.7% 

4 Occupation 

Student 58 38.7% 
Self Employed 49 32.7% 

Private Employee 23 15.3% 
Government Employee 20 13.3% 

5 Awareness of Sustainability Issues 

Somewhat aware 57 38.0% 
Somewhat unaware 23 15.3% 

Not aware at all 20 13.3% 
Very aware 50 33.3% 

6 Frequency of Green Product 
Purchases 

Often 35 23.3% 
Sometimes 32 21.3% 

Rarely 55 36.7% 
Never 28 18.7% 

 
The population data shows a varied range in respondents' 
answers regarding age, gender, education level, profession, 
knowledge of sustainability concerns, and shopping patterns 
associated with environmental products. The highest range 
of ages is between 31-35 years (31.3%), followed by 18-24 
years (27.3%), which demonstrates a strong coverage of 
young people. Gender is nearly evenly distributed, with 
50.7% male and 49.3% female respondents, providing a 
well-balanced view. Educational qualifications differ, with a 
greater percentage having a Bachelor's degree (30%), then 
Master's degree (24.7%), Professional Certification (24.7%), 
and Doctorate (20.7%), which indicates an educated sample. 
On occupation, students constitute the majority (38.7%), 
then self-employed people (32.7%), followed by private 
(15.3%) and government employees (13.3%) constituting a 
smaller percentage. 
Knowledge of sustainability concerns is somewhat elevated, 
with 33.3% very aware and 38.0% somewhat aware, while 
15.3% are somewhat unaware and 13.3% not aware at all, 
and a requirement for increased education on the subject. 
For green product purchase, 36.7% of respondents buy them 
rarely, 23.3% and 21.3% of them buy frequently and 
occasionally respectively, and 18.7% never purchase them, 
implying there is a degree of interest but some inhibition 
from more extensive uptake. It indicates important patterns 
in demographics and sustainable behavior that are useful in 
guiding targeted campaigns and awareness building. 

Objective 1: To analyze the role of AI in talent acquisition 
by examining how AI-driven tools enhance recruitment 
efficiency, candidate selection, and hiring decision-making. 
 
H1: AI-driven tools significantly enhance recruitment 
efficiency, candidate selection, and hiring decision-making 
in talent acquisition.  
 

Table 2: Model Summary 
 

Model R R Square Adjusted R 
Square 

Std. Error of the 
Estimate 

1 .359a .129 .123 2.80790 
a. Predictors: (Constant), AI-driven Strategies 
 
The model summary shows a weak positive association (R = 
0.359) between the independent variables (FPC and AI-
driven Strategies) and the dependent variable. The value of 
R Square (0.129) reflects that only 12.9% of variance in the 
dependent variable is being explained by the predictors, as 
also supported by the Adjusted R Square value of 0.123. 
The Standard Error of the Estimate (2.80790) reflects 
possible variation in predictions. In general, the model 
implies that although Strategies and FPC driven by AI have 
some effect, other variables possibly contribute decisively to 
the dependent variable. 
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Table 3: ANOVAa 
 

Model Sum of Squares df Mean Square F Sig. 

1 
Regression 172.466 1 172.466 21.875 .000b 
Residual 1166.874 148 7.884   

Total 1339.340 149    
a. Dependent Variable: Talent Acquisition, b. Predictors: (Constant), AI-driven Strategies 
 
ANOVA determines the overall model significance. F-
statistic value (21.875) and p-value (Sig. = 0.000) provide 
evidence that the model is statistically significant at a 95% 
confidence level. This means AI-based Strategies and FPC 
contribute significantly to Talent Acquisition. The 
Regression Sum of Squares value (172.466) is indicative of 
explained variation by predictors, and Residual Sum of 

Squares value (1166.874) is indicative of unexplained 
variance.  
The Mean Square of Regression (172.466) against the Mean 
Square Residual (7.884) establishes the statistical fit of the 
model, attesting to the fact that AI-powered Strategies and 
FPC have significant effects on Talent Acquisition. 

 
Table 4: Coefficientsa 

 

Model Unstandardized Coefficients Standardized Coefficients t Sig. B Std. Error Beta 

1 (Constant) 6.577 .894  7.354 .000 
AI-driven Strategies .293 .063 .359 4.677 .000 

a. Dependent Variable: Talent Acquisition 
 
The coefficients table illustrates the effect of AI-driven 
Strategies on Talent Acquisition. The constant (6.577, p = 
0.000) is the expected value for Talent Acquisition when 
AI-driven Strategies and FPC are zero. The coefficient for 
AI-driven Strategies (B = 0.293, p = 0.000) suggests that as 
AI-driven Strategies goes up by one unit, Talent Acquisition 
rises by 0.293 units, given other variables remain constant. 
The standardized beta coefficient (0.359) indicates a 
moderate positive effect. The t-value (4.677, p = 0.000) also 
verifies that AI-based Strategies have a significant impact 
on Talent Acquisition. As the p-value is less than 0.05, the 
effect is statistically significant. 
 
Objective 2: To assess the impact of AI on employee 
engagement by exploring AI-driven strategies for 
personalized employee experiences, feedback mechanisms, 
and workplace communication.  
 
H2: AI-driven strategies for personalized employee 
experiences, feedback mechanisms, and workplace 
communication have a positive impact on employee 
engagement. 

Table 5: Model Summary 
 

Model R R Square Adjusted R 
Square 

Std. Error of the 
Estimate 

1 .374a .140 .134 3.20208 
a. Predictors: (Constant), AI-driven Strategies 
 
The model summary reveals a weak to moderate positive 
correlation (R = 0.374) between AI-driven Strategies and 
the dependent variable. The R Square (0.140) implies that 
14% of the variance in the dependent variable is captured by 
AI-driven Strategies. The Adjusted R Square (0.134), 
slightly less than the R Square, is adjusted for the number of 
predictors and is an assurance that 13.4% of the variance is 
explained when sample size is adjusted. The Standard Error 
of the Estimate (3.20208) is the average difference between 
observed and predicted values, suggesting some variation in 
predictions. Whereas the model captures a statistically 
detectable influence, other forces arguably play an equally 
important role in the dependent variable 

 
Table 6: ANOVAa 

 

Model Sum of Squares df Mean Square F Sig. 

1 
Regression 246.087 1 246.087 24.001 .000b 
Residual 1517.486 148 10.253   

Total 1763.573 149    
a. Dependent Variable: Employee Engagement, b. Predictors: (Constant), AI-driven Strategies 
 
ANOVAs examine the overall significance of the Employee 
Engagement regression model. The F-statistic (24.001) and 
p-value (Sig. = 0.000) demonstrate the model as 
significantly strong at the 95% confidence level, validating 
that AI-driven Strategies and FPC significantly affect 
Employee Engagement statistically. 
Regression Sum of Squares (246.087) indicates the variance 
captured by the predictors, whereas the Residual Sum of 

Squares (1517.486) indicates unexplained variance. Mean 
Square for Regression (246.087) divided by the Residual 
Mean Square (10.253) implies that the predictor variables 
are significant contributors to variation in Employee 
Engagement. As the p-value is less than 0.05, the 
association is statistically significant, and this means that 
AI-driven Strategies and FPC have a significant influence 
on Employee Engagement. 
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Table 7: Coefficientsa 
 

Coefficientsa 

Model 
Unstandardized Coefficients Standardized Coefficients 

t Sig. 
B Std. Error Beta 

1 
(Constant) 9.224 1.020  9.045 .000 

AI-driven Strategies .350 .071 .374 4.899 .000 
a. Dependent Variable: Employee Engagement 

a. Dependent Variable: Employee Engagement 
 
The coefficients table shows that AI-driven Strategies have 
a strong positive effect on Employee Engagement (B = 
0.350, p = 0.000). It indicates that an increase in AI-driven 
Strategies by one unit increases Employee Engagement by 
0.350 units. The standardized beta coefficient (0.374) 
implies a moderate effect, while t-value (4.899, p<0.05) 
ensures statistical significance. Moreover, the constant 
(9.224) indicates the baseline level of Employee 
Engagement in the absence of AI-driven Strategies and 
FPC. Generally, the findings suggest that AI-driven 
Strategies significantly contribute to the improvement of 
Employee Engagement. 
 
Objective 3: To evaluate the effectiveness of AI-driven 
strategies on workforce analytics in predicting employee 
performance, turnover, and organizational productivity. 
 
H3: AI-driven strategies in workforce analytics significantly 
enhance the prediction of employee performance, turnover, 
and organizational productivity. 

Table 8: Model Summary 
 

Model R R Square Adjusted R 
Square 

Std. Error of the 
Estimate 

1 .409a .167 .161 2.89072 
a. Predictors: (Constant), AI-driven Strategies 

a. Predictors: (Constant), AI-driven Strategies 
 
The model summary reveals a positive correlation between 
AI-based Strategies, FPC, and the dependent variable (R = 
0.409). The R Square value (0.167) proves that 16.7% 
variance in the dependent variable is explained by the 
predictors. The Adjusted R Square (0.161) is marginally less 
and takes into consideration sample size adjustments, which 
verifies the explanatory power of the model. Standard Error 
of the Estimate (2.89072) is the mean difference between 
the observed and the predicted values. Although AI-based 
Strategies and FPC explain much of the dependent variable, 
other extraneous factors can also influence it. 

 
Table 9: ANOVAa 

 
Model Sum of Squares df Mean Square F Sig. 

1 
Regression 248.129 1 248.129 29.694 .000b 
Residual 1236.731 148 8.356   

Total 1484.860 149    
a. Dependent Variable: Workforce, b. Predictors: (Constant), AI-driven Strategies 
 
The ANOVA table also shows that the regression model is 
statistically significant (F = 29.694, p = 0.000), such that 
AI-based Strategies and FPC have significant effects on 
Workforce. The regression sum of squares (248.129) is the 
explained variation by the predictors, while the residual sum 
of squares (1236.731) captures unexplained variation. With 

the total sum of squares being 1484.860, the model explains 
a significant proportion of the variance in Workforce. The 
statistically significant low p-value (< 0.05) attests that AI-
driven Strategies and FPC significantly contribute to 
Workforce outcome prediction. 

 
Table 10: Coefficientsa 

 

Model Unstandardized Coefficients Standardized Coefficients t Sig. 
B Std. Error Beta 

1 
(Constant) 8.891 .921  9.657 .000 

AI-driven Strategies .351 .064 .409 5.449 .000 
a. Dependent Variable: Workforce 

a. Dependent Variable: Workforce 
 
The coefficients table illustrates that AI-driven Strategies 
have a strongly positive effect on Workforce (B = 0.351, p = 
0.000). Therefore, an increase of one unit in AI-driven 
Strategies will result in an increase of 0.351 units in 
Workforce outcomes. The standardized beta coefficient 
(0.409) implies a moderate effect size, and the t-value 
(5.449, p<0.05) verifies high statistical significance. The 
constant (8.891) is used to denote the base Workforce level 
in the absence of AI-driven Strategies and FPC. In general, 
the findings reveal that AI-driven Strategies have significant 
influence on determining Workforce patterns. 

Conclusion: The study highlights the transformative role of 
AI in HRM, particularly in talent acquisition, workforce 
analytics, and employee engagement. AI-driven tools 
significantly enhance recruitment efficiency, employee 
experience, and decision-making. However, challenges such 
as algorithmic bias, ethical concerns, and integration 
barriers must be addressed to ensure effective 
implementation. Organizations must adopt AI-driven HR 
strategies while maintaining transparency, fairness, and 
compliance with data privacy regulations. Future research 
should explore AI's long-term impact on HR functions and 
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workforce sustainability to develop more ethical and 
adaptive AI-driven HR models. 
 
Limitation 
While AI-driven HRM has many benefits, there are also 
several limitations to keep in mind. The effectiveness of AI 
algorithms relies heavily on the quality of the data used; 
biased or incomplete datasets can result in poor hiring 
choices and unfair evaluations of employees. Moreover, the 
lack of transparency in AI decision-making raises questions 
about accountability and ethical standards, making it 
challenging to guarantee fairness in HR practices. Employee 
pushback against AI implementation is another hurdle, as 
many may view automation as a threat to their job security, 
which could lead to decreased engagement and trust in HR 
systems. Additionally, adopting AI-driven HR tools often 
requires substantial investments in infrastructure, training, 
and system integration, which may not be practical for all 
organizations, particularly smaller ones. Legal and 
regulatory issues surrounding data privacy, compliance with 
labor laws, and ethical governance of AI introduce further 
complications. Lastly, AI in HRM is still developing, and its 
long-term effects on workforce dynamics, employee well-
being, and organizational culture are still unclear, 
highlighting the need for ongoing research and monitoring. 
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