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ABSTRACT 

The unavoidable impact of fake insights (AI) has penetrated over different businesses, 

revolutionizing forms in instruction, social media, fabricating, and money related decision-
making. Through algorithmic reenactments and mechanized medicines, AI speeds up 

decision-making forms, optimizing effectiveness and precision. In the domain of Human 

Asset Administration (HRM), AI plays a significant part, expanding HR potential and 
improving administration hones from enlistment to asset assignment. This considers points 

to investigate the application of AI in HRM hones, looking over 140 HR representatives by 

means of helpful inspecting. Discoveries demonstrate strong AI integration by HR directors 

over organizations, with calculate examination uncovering two essential measurements: 
unification and computerization, nearby channelization, and position components. 

Corroborative Calculate Examination (CFA) approves these measurements, confirming 

their unwavering quality and legitimacy. AI's benefits in HRM are refined into effectiveness 
and utilization variables, and fulfilment and contracting variables. Essentially, varieties are 

watched in AI application and benefits over pay bunches, with HR directors gaining 

between Rs.20,000 to Rs.30,000 displaying the most elevated levels of both. It is prescribed 

that HR experts adjust to advancing innovations, especially in machine learning and AI, to 

explore and rearrange HRM challenges in the future. 
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Introduction:  

"Computers will overtake humans with AI within the next 100 years. when that happens, 

we need to make sure the computer has goals aligned with ours. Stephen Hawking 

Gartner defines Artificial Intelligence (AI) as the application of "advanced analysis and 

logic-based techniques, including machine learning, to interpret events, support and 

automate decisions, and take actions." 

In today's energetic and technology-driven commerce scene, the integration of counterfeit 

insights (AI) with Human Asset Administration (HRM) hones has risen as a transformative 

drive, reshaping conventional approaches to ability securing, improvement, and 
maintenance. AI, characterized by its capacity to prepare tremendous sums of information 

and perform complex assignments with speed and exactness, has gotten to be an crucial 

instrument for HR experts looking for to optimize their techniques and outcomes. AI’s 

penetration into HRM is checked by its capacity to streamline schedule regulatory errands, 
such as continue screening and planning interviews, liberating up HR work force to centre 

on more key activities. Besides, AI-powered calculations can analyse candidate profiles and 

anticipate work fit with more noteworthy exactness, in this manner upgrading the 
effectiveness and adequacy of enlistment processes. Beyond enlistment, AI encourages 

personalized learning and improvement activities by recognizing person worker abilities 

holes and conveying focused on preparing programs. By leveraging machine learning 
calculations, HR offices can tailor learning encounters to meet the needs and inclinations of 

representatives, eventually cultivating a culture of persistent advancement and proficient 

growth. 

AI and HRM: 

AI applications in HR are set to revolutionize recruitment, onboarding, employee 
experiences, training development, and administrative tasks. AI can streamline application 

processes, making forms easier and reducing abandonment rates. It can automate benefits 

management, pre-screening, interview scheduling, and more, freeing up HR professionals 

to focus on higher-impact activities.  

Despite the benefits, security and privacy concerns remain significant hurdles to AI 
adoption in the workplace. AI technologies, including chatbots and remote support apps, 

enable employers to offer 24/7 HR support, facilitating smoother onboarding and faster 

integration of employees while reducing administrative burdens. HR leaders aim to harness 

AI effectively, balancing innovation with privacy and security considerations. 

Review of Literature: 

Johnson et al. (2020) explores the use of e-HRM and AI in hospitality and tourism, 

highlighting their benefits in improving recruitment, selection, and retention, and in 

reducing the time needed to replace staff. They detail how e-recruitment and AI tools can 
better hiring outcomes but stress the importance of deploying these technologies to support 

informed decision-making, ultimately benefiting employees and organizations alike. 
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Pillai and Sivathanu's 2020 study on AI in talent acquisition, using the TTE and TTF 

frameworks, reveals that its adoption is positively influenced by factors like cost efficiency 

and top management support, but raises privacy and security concerns. Analysing responses 
from 562 HR professionals through PLS-SEM, the research shows that the compatibility 

between AI's capabilities and hiring tasks affects its utilization, with a noted decline in 

traditional hiring practices in Favor of AI-driven methods. 

Kshetri (2021) explores the use of AI in HRM within the Global South, highlighting its 
impact on improving recruitment efficiency and expanding the talent pool. Through various 

case studies, the research indicates that AI in HRM can introduce biases such as favouritism, 

yet also holds potential for enhancing employee development, retention, and productivity. 
However, the study notes that many HRM AI applications lack real-world experience and 

a scientific basis, affecting only a small segment of the Global South population currently. 

Statement of Problem: 

In the quickly advancing scene of human advancement, innovation develops as a essential 

drive, revolutionizing different divisions. With the rise of the web and innovative headways, 
there's been uncommon development over businesses. Human assets advancement 

strikingly benefits from these developments, especially with the rise of Counterfeit Insights 

(AI), able of human-like considering and decision-making. AI's impact expands over 

divisions like fabricating, instruction, fund, and Human Asset Administration (HRM), 
reshaping conventional hones and optimizing operations. In Chennai, a dynamic IT centre 

with a flourishing workforce, the integration of AI in HRM holds critical significance. This 

ponders points to reveal the viable applications of AI inside HRM in Chennai, displaying 

how it's reshaping HR hones in an environment stamped by advancement and development. 

Objectives of the Study: 

• Assess the personal profiles of HR managers utilizing AI in HRM through data analysis 
and profiling techniques. 

• Identify the primary latent dimension driving AI application in HRM and its 

predominant usage patterns. 

• Analyse the variance in opinions on AI usage in HRM among different monthly income 

groups and assess their perceptions on AI application effectiveness. 

• Recommend increasing AI integration across HR functions, from recruitment processes 

to final HRM scrutiny, to optimize efficiency and effectiveness in HR operations. 

Research Methodology: 

The existing study is exploratory in nature and utilized a convenient sampling method for 

data collection. A total of 140 data points were gathered from HR employees employed in 

the greater Chennai area. The questionnaire employed in the study was structured into three 
distinct sections to comprehensively explore various aspects of AI integration in HRM. The 

first section of the questionnaire focused on eliciting personal profiles of the participants, 

capturing demographic and professional information to contextualize their responses. In 
contrast, the second section delved into 14 specific aspects related to the application of AI 
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in HRM. This section aimed to understand the extent and manner in which AI technologies 

were being utilized across different HR functions. The third section of the questionnaire 

cantered around six variables concerning the perceived benefits of AI adoption within HRM 
processes. Here, the study sought to uncover insights into the advantages attributed to AI 

implementation from the perspective of HR professionals. By structuring the questionnaire 

into these distinct sections, the study aimed to provide a comprehensive understanding of 

the current landscape of AI usage and its perceived benefits within HRM among the sampled 

HR employees in the bustling city of Chennai. 

Data Analysis and Interpretation: 

Table 1: 

Profit Group 

Gender Group Male Female 

Age Group 20 to 30 

years 74 
(52.9%) 

31 to 40 

years 
31(22.1%) 

41 to 50 years 

9(6.4%) 

Above 50 years 

26(18.6%) 

Educational 

Qualification 

UG 

47(33.6%) 

PG 

55(39.3%) 

Professional 

30(21.4%) 

Diploma/Internship 

8(5.7%) 

Monthly 

Income 

10K to 20K 

21 (15%) 

20K to 30K 

17(12.1%) 

30K to 40K 

79(56.4%) 

Above 40K 

23(16.4%) 

Opinion on AI 

Usage 

Excellent 37(26.4%) Good 

81(57.9%) 

Average 22(15.7%) 

Table 1 reveals key insights into the personal profiles of HR professionals utilizing AI. The 

data highlights a predominance of female users, aged between 20 to 30 years, with post-
graduate qualifications. These HR professionals primarily employ AI for recruitment 

purposes and earn between Rs. 30,000 to Rs. 40,000 per month. Encouragingly, a majority 

hold a positive view of AI's role in HRM, indicating a growing acceptance and endorsement 

of AI technologies within HR practices. 

Table 2: 

 R 

loadi 

Mean Std. 

Deviation 

Communalities Variance 

Explanation 

Egine 

Value 

Factor 1 

unification and 

Automation 

Factor(UAF) 

Integration of 

relevant and 

important 

content 

0.799 3.81 1.038 0.654 4.859 34.704% 

Automate 

administrative 

risk 

0.773 3.85 0.921 0.713 

Cognitive 

supporting 

decision 

0.765 3.85 0.996 0.725 

Application 

filtering 

0.747 3.87 1.024 0.645 
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 R 

loadi 

Mean Std. 

Deviation 

Communalities Variance 

Explanation 

Egine 

Value 

Device request 0.696 4.04 0.94 0645 

Document 

verification 

0.685 3.99 0.933 0.675 

Explaining job 

profile, duties 

and benefits 

0680 4.01 0.881 0.675 

Career tracking 

and 
development 

0.546 3.91 0.959 0.585   

Factor 2 

Channelisation 

and Position 

Factor (CPF) 

Multichannel 

sourcing 

0.770 3.98 0.963 0.638 4.287 30.621% 

Data driven 
recruitment 

0.759 4.09 1.014 0.623 

Rediscovering 

candidate 

0.716 4.06 0.923 0.604 

Employee 
engagement 

0.684 4.05 0.924 0.633 

Customized 

personal content 

0.669 3.99 0.978 0.681 

KMO and Bartlett’s Test 0.938, Chi-square: 1308.456, P value 0.000, Total Variance Explained: 
65.325 

Major Findings: 

• The individual profile of AI clients working as HRs uncovers 54.3% of the AI clients 

are female compare to male. Whereas a larger part of clients are in the age gather of 20 
to 30 a long time (52.9%). The most extreme number of HRs are PG qualified and 

utilizing AI application for recruitment and a sizable number of them winning between 

Rs.30,000 to Rs.40,000 per month. 57.9% of the HR have a great supposition on 
utilizing AI in HRM. 

• Two primary independent AI applications in HRM have been identified from 14 

variables, jointly explaining 65.325% of the total variance. The first factor, Unification 

and Automation Factor (UAF), accounts for 34.704% of the variance, encompassing 

tasks like integrating relevant content, automating administrative tasks, providing 
cognitive decision support, and facilitating career tracking. On the other hand, the 

second factor, Channelisation and Position Factor (CPF), explains 30.621% of the 

variance, focusing on activities such as multichannel sourcing, data-driven recruitment, 
and offering real-time suggestions. These factors represent various dimensions of AI's 

influence on HRM, from streamlining processes to enhancing candidate sourcing and 

engagement tactics. 

• The confirmatory factor analysis indices indicate a close fit for the measurement model 

in every dimension. With a CMIN/DF value of 1.925, significantly lower than the 
threshold cutoff of 5, and CFI, AGFI, and GFI values approaching 1, it suggests that 

the AI Application in HRM model fits well. Moreover, the RMSEA value of 0.041 is 

notably lower than the threshold limit of 0.08. These indices collectively indicate that 
the accepted data is highly consistent and suitable for constructing the measurement 

model. 
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Limitations of The Study: 

• Lack of time and resources limited the study low sample size. 

• Since AI is a new concept and its implementation in HRM is limited, therefore well 

determined results could not be generalised for the future. 

• The study is only focusing on the HR of the company and their recruitment skill through 

AI application.  

Conclusion: 

Artificial Intelligence (AI) is revolutionizing not only technology but also various sectors 
of human potential. By integrating human and machine learning abilities, AI facilitates 

skilful decision-making. The future of the HR industry hinges on the symbiosis of AI and 

human services, as advancements in machine learning continue to evolve. Automated 

systems offer candidates and employees a personalized and intuitive HR experience. In HR 
and recruitment, AI's applications are vast, ranging from talent sourcing and candidate 

evaluation to employee development and engagement. Most HR professionals efficiently 

utilize AI in decision-making processes, as evidenced by the identification and factorization 
of 14 variables into two dominant factors: unification and automation, and channelization 

and position. Additionally, six AI benefits in HRM have been distilled into two dominant 

factors: efficiency and utilization, and fulfilment and hiring. Interestingly, HR professionals 
with higher incomes exhibit greater application of AI in HRM, while average users derive 

significant benefits from its usage. 
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