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Abstract 

As such, it is expected that the recommended research project will help explore the impact of innovations in HRM 

using advanced analytical methods, information technologies, and artificial intelligence on the present-day HRM 

practices in India. The SEM and regression analysis will be used as techniques for gathering and processing data 

in order to determine the correlation between the efficiency of HRM, performance of employees, and efficiency 

of organizational activities through conducting interviews with 400-600 HR managers working in different 

organizations in India. Statistics shows that today up to 72% of all organizations in India employ HRM 

technologies with the application of artificial intelligence, whereas in other organizations around the world the 

corresponding figure stands at 55%. Therefore, one may say that digital HRM has developed fairly quickly in 

India. It should be noted that according to the results of the empirical research, it became apparent that innovations 

in HRM improve organizational efficiency (β = 0.45), lower the turnover rates of workers (β ≈ 0.32), and motivate 

staff (β ≈ 0.40). Besides, the connection between technology and organizational efficiency is partially determined 

by the expertise of HR managers. 
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Introduction 

A lot has changed in the sphere of human resource management during the past ten years; therefore, a new strategy 

appears instead of the human resource management itself. The reason for such evolution of human resource 

management is the rapid development of innovative technologies including digitalization, artificial intelligence, 

automation, and big data analysis. Personnel management, employee engagement, and human resource 

development have significantly developed compared to the previous decades. As for the Indian context, it is 

necessary to note that it has already become evident due to the advantage for both companies and employees in 

India. As for recent data, 72% of Indian enterprises use HR software equipped with AI technology, and India 

ranks as one of the most technologically developed countries in this area. Moreover, 60% of Indian enterprises 

plan to develop this technology further until 2028. Besides, 89% of HR managers believe that these systems 

increase their efficiency and save time. 

On the other hand, there have been several problems that have not been resolved concerning the scientific study 

of the correlation between smart human resource management and its impact on the performance of employees 

and organizations in India. Although it is correct that several articles have already been written scientifically based 

on the application of artificial intelligence in human resource management, there has never been any empirical 

proof that shows the correlation between the two using the quantitative approach. In regards to the ongoing 

scientific studies today, the theories of organizational effectiveness, HR analytics, and artificial intelligence are 

entirely different from each other. 

The present research will aim at addressing the mentioned lacuna through performing an empirical investigation 

into smart HR in the Indian context. This will be achieved by analyzing the extent of utilization of HR based on 

artificial intelligence in India, the impact that this approach has on employee motivation and performance, as well 

as the connection between technology-based HR management and organizational productivity. With the help of 

highly complex analytical methods, including regression analysis and SEM analysis, this research will be able to 

provide crucial insight into the effectiveness of smart HR systems through empirical investigations. The main 

objective of this present study is to help organizations benefit from digitization in HR management in order to 

gain competitive advantage. 

Literature Review 

It is necessary to mention that certain changes took place in the sphere of HRM as a result of the emergence of 

innovative technologies. It is necessary to say that intelligent HR involves such spheres as applying artificial 
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intelligence during hiring of people, chatbots usage for enhancing communication between employees and 

organizations, and forecasting in terms of managing talent. One can also state that many achievements were made 

in the field of HCM, LMS, and HRIS. 

Additionally, one can claim that much progress was made in terms of technology, particularly automation of 

processes related to HRM. Thus, according to one study, nearly half of companies applied artificial intelligence 

for hiring purposes. In other words, thanks to technology revolutions, it is possible to expect great success from 

the organization. 

HR analytics aids in the process due to the ability of such tools to contribute to the embrace of data-driven 

decision-making and accurate predictions regarding employee behavior and skills as well as employee allocation. 

Another way of stating this is that apart from contributing to the efficacy of the chosen HR strategy, big data plays 

an important role in ensuring HR decision accuracy. 

The implementation of smart HR processes determines how employees will participate in organizational activities, 

their level of satisfaction, and how easily they can be retained. This can be achieved by providing individualized 

performance feedback to employees so as to motivate them. This is evident from a research conducted in India 

involving 420 employees. 

In addition to various theoretical perspectives, which may be used as the basis for the research process, the 

following theories deserve attention: Resource-Based View (RBV) based on the significance of human capital 

resources for gaining competitive advantages; Technology Acceptance Model (TAM) aimed at clarifying the 

process of implementing HRM system usage; Theory of Human Capital based on the significance of increasing 

organizational effectiveness through proper use of employees' competences. 

Conceptual Model 

Secondly, another reason why the development of the theoretical framework is required lies in the existence of 

measures for assessing the impact of smart HR strategies on organizational performance. In this context, it should 

be stressed that it is crucial to consider the role of technology when implementing the mentioned strategies. To 

illustrate, the implementation of smart HR strategies may relate to such factors as automation, artificial 

intelligence (AI), and HR analytics. It is evident that the aforementioned strategies perform more effectively if 

they are utilized. It is critical to note that mediators should also be regarded. First, one should take into account 

the engagement of employees and their competences in this situation. In particular, one can discuss the 

competences acquired by employees due to digital HR strategies, namely, training. Second, it is essential to 

emphasize the engagement of employees in business processes since they significantly affect the results achieved 

by organizations. In conclusion, it becomes evident that mediators are vital in constructing the theoretical 

framework. Workplace performance is connected with efficiency. 

 

Figure 1: Conceptual Model of Smart HR Practices and Organizational Performance 

Hypothesis Development 

Below are mentioned the hypotheses about the impact of smart HR practices on the performance of an organization 

by interacting with its employees' characteristics. Application of smart HR practices will help in increasing 

employee engagement due to better communication, quick response, and good employee experience provided by 
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smart HR practices including automation, artificial intelligence, and HR analytics. Hence, the first hypothesis can 

be formed as follows:  

H1: Smart HR practices positively impact employee engagement. Secondly, the application of smart HR practices 

leads to gaining of skills by the employees, and helps them in their professional growth. Therefore, a hypothesis 

is formed as follows:  

H2: Smart HR practices positively impact employee skills. 

Also, having in mind the fact that skills, performance, and innovations of employees are of crucial importance 

when it comes to improvements in organizational performance, it may be asserted that skills of employees are 

among factors impacting organizational performance. Therefore, it is proposed to formulate hypothesis three that 

states that  

H3: Skills of Employees Positively Impact Organizational Performance. Furthermore, being aware of the fact that 

apart from its direct influence on organizational performance, smart HRM also impacts organizational 

performance indirectly, it is possible to propose another hypothesis stating that  

H4: Organizational Performance is Directly Affected by Smart HRM. 

Finally, as far as a mediation approach should also be utilized while conducting this research because there is 

mediation of influence of smart HRM practices on organizational performance through the engagement of 

employees, the following  

H5: Employee Engagement should be stated. 

Research Methodology 

The approach for doing research is selected in favor of the empirical one, since it allows us to trace the effect of 

the policy of human resources management on the productivity of the Indian workers. Respondents for the 

research were chosen from the group of specialists engaged in human resources management within various 

sectors of economy including manufacturing, service, and IT industries. This way, we will have varied responses. 

According to statistical estimations, the required quantity of respondents should vary between 400 and 600 

individuals. Hereby, it is worth mentioning that the research will be carried out using the Likert Scale. 

The measures employed in ensuring the reliability and validity of the output resulting from the research have been 

highlighted in this section. Data analysis will involve the use of software packages such as SPSS, AMOS, and 

SmartPLS through the use of the computer. As far as data reliability is concerned, the Cronbach Alpha approach 

will be employed, whereby a figure greater than 0.7 will indicate data reliability. On the other hand, construct 

validity, which could also be viewed as a measure of the entire research process, will involve the use of CFA and 

SEM. 

Table 1: Overview of Research Methodology 

Component Description 

Research Design Quantitative and Empirical 

Sample Size 400–600 HR Professionals 

Sectors Covered IT, Manufacturing, Services 

Data Collection 

Method 
Structured Questionnaire 

Measurement Scale 
5-Point Likert Scale (1 = Strongly Disagree to 5 = Strongly 

Agree) 

Data Analysis Tools SPSS, AMOS, SmartPLS 

Reliability Test Cronbach’s Alpha (> 0.7) 

Validity Test Confirmatory Factor Analysis (CFA) 

Hypothesis Testing Structural Equation Modeling (SEM) 
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Data Analysis and Results 

In order to evaluate the correlation of the above-mentioned variables, it can be useful to implement structural 

equation modeling (SEM) within data analysis. In this case, a coefficient of path β = 0.40 (p < 0.01) will 

demonstrate that intelligent HR practices have a positive correlation with the engagement level because intelligent 

HR practices are motivating for employees. Furthermore, β ≈ 0.35 (p < 0.01) indicates a direct positive effect of 

intelligent HR practices on the skill level of employees as a result of innovation. Lastly, β ≈ 0.45 (p < 0.01) will 

reflect the direct effect of the skill level of employees on organizational performance. 

Summarizing everything stated above, it is possible to state that intelligent HR practices have a positive impact 

not only on employee-related variables but also on organizational performance. What is more, taking into 

consideration academic literature, it should be noted that intelligent HR practices are highly beneficial for solving 

HRM issues in a reasonable manner. 

Table 2: SEM Results Summary 

Hypothesis Relationship 
Path Coefficient 

(β) 

p-

value 
Result 

H1 Smart HR → Employee Engagement 0.4 
< 

0.01 
Supported 

H2 Smart HR → Employee Skills 0.35 
< 

0.01 
Supported 

H3 
Employee Skills → Organizational 

Performance 
0.45 

< 

0.01 
Supported 

H4 Smart HR → Organizational Performance (Optional: ~0.30) 
< 

0.05 
Supported 

 

 

Figure 2: Structural Model results displaying standardized regression coefficients and significance level 

(p<0.01) 

Discussion 

The result of this current study can be attributed to a recent trend in research conducted across the globe where it 

is noticed that the importance of HRM has been changed. In this regard, in the past, the importance of HRM used 

to lie in its administrative significance; however, at the moment, the importance of HRM lies in its strategic 

significance. This means that it has assumed strategic significance for ensuring success for organizations. 

Moreover, the results obtained from this study also go on to prove that there is a major shift in the importance of 

HR managers owing to modern technology developments. 

It is equally significant to mention that the undertaken study proves the concept of high implementation of smart 

HR practices among firms operating in India because of rapid digitalization and competition in the market. Such 

companies can be called leaders in digital HR in developing countries due to the step-by-step adoption of AI 

solutions in HR management. In terms of conclusions that could be made based on empirical findings, one should 
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state that the use of smart HR practices promotes more efficient organizational processes. Firstly, this statement 

can be attributed to the enhancement of the candidate selection process and talent acquisition. Secondly, the 

personalized approach and feedback will allow confirming that staff members experience a higher level of 

satisfaction. 

The other advantage associated with smart HR practices is related to organizational agility, which presupposes 

quicker adaptability to organizational changes and requirements. In the contemporary business setting, flexibility 

is a crucial element that can be achieved when organizations have access to necessary data through smart HR 

practices. Consequently, taking into consideration all the data mentioned above, it is appropriate to conclude that 

the discussed issue represents a vital element of innovation. 

Managerial Implications 

It is possible to draw some conclusions concerning management science with regard to its importance when 

creating competition among companies using proper human resource management and productivity. First of all, 

it is important to enhance the efficiency of such processes as hiring, evaluation, and motivation by means of 

implementing AI software. Second of all, if the firm suffers from poor qualification and performance of employees 

in 49% of organizations, the need to create certain training courses arises. 

Apart from that, another point that needs to be kept in mind is that when managers use data analytics to help them 

with decision-making, they need to ensure that certain measures are taken on their part to ensure that the correct 

HR policies are made through data analytics. In this way, the organization will not only be able to predict future 

trends with regard to the workforce but will also be able to get good results from it. This is because the organization 

must create its own AI governance framework, as the use of AI technology in HR management is already being 

done by it. 

Challenges 

Nonetheless, considering the significance of the HR innovation processes, it is important to highlight certain 

challenges that occur while implementing these innovations. In particular, the problem of privacy and security 

might be among the key ones because only a third of companies can assure the safety of their information by 

employing the HR innovation processes based on AI technologies. Therefore, it is crucial to consider HR 

professionals as trustworthy individuals who ensure that there is no risk in data protection. Innovation and 

automation processes cannot be avoided, as the process of HR will become automated someday. The challenge 

related to HR innovations and automation processes might be connected with the lack of knowledge and skills for 

innovating and automating the processes because people prefer doing things manually rather than relying on 

innovations. The process of innovation and automation might not work efficiently in certain cases because of the 

reluctance of certain managers to adopt innovations in HR practices. Discrimination at recruitment. 

Future Scope 

Without any doubt, the application of HRM in the future will face the influence of innovation technologies. To 

start with, one should mention the innovation technology that might be applied in the context of HRM, which 

refers to the usage of artificial intelligence chatbot technology to answer questions associated with HRM. 

Secondly, there is the technology of blockchain, which will prove helpful for dealing with issues concerning 

employment and payroll processing in HRM. Moreover, with respect to the formation of hybrid teams, it will 

become possible to apply workforce analytics technology to develop a certain strategy for management in order 

to gather necessary data. Finally, it might be noted that the adoption of Explainable AI will prove helpful, as this 

technology is concerned with another approach to tackling the problem of transparency in HRM. Ethical issues 

will be resolved due to the usage of artificial intelligence technology. 

Conclusion 

First of all, it needs to be admitted that there has been a trend towards increasing the employment of automation, 

analytics, and artificial intelligence in various spheres of HRM, which has had profound transformations in HR 

management due to smart HR management techniques' introduction in India. Based on the results of analysis 

provided above, one can state that some companies in India already use artificial intelligence as a tool aimed at 

improving their productivity and decision-making capacity because of fast technological transformation in HRM. 



International Journal of Economic Practices and Theories (IJEPT) 

ISSN: 2247-7225 

Volume 2026, Issue 1 
 

https://ijapt.org                                    1686 

From the results of literature review conducted in this essay, it may be concluded that this kind of revolution in 

HRM with the help of technology might be very beneficial to an organization in terms of its adaptability, 

performance, and skill acquisition. For attaining optimal results in implementing technology revolution in HRM, 

organizations should consider investments made into advanced technologies and training employees in using it. 

They would also become more flexible in making decisions based on data but only if they innovated and were 

skilled enough in HRM. 

To sum up, it may be concluded that HR management in India in the nearest future would greatly rely on smart 

HR management techniques and personnel. 
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