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Abstract 

 

The integration of Artificial Intelligence (AI) into Human Resource Management (HRM) has revolutionized HR practices, 

particularly in the IT sector. This study explores the impact of AI on HRM within five leading IT companies—Infosys, 

IBM, Mindtree, TCS, and ABB India. A sample of 155 employees was surveyed using a structured questionnaire to assess 

AI’s influence on key HR functions, including recruitment, performance management, employee learning and development, 

workforce planning, and employee engagement. The findings highlight a strong positive correlation between AI adoption 

and improvements in recruitment efficiency, employee performance tracking, and learning outcomes. The study reveals 

significant positive relationships between all the variables assessing AI's impact on HRM. Additionally, AI-driven solutions 

are fostering greater organizational culture, improving work-life balance, and aligning workforce planning with strategic 

goals. Despite challenges in full-scale adoption, the impact of AI on HRM in the IT sector is overwhelmingly positive, with 

substantial improvements in HR functions, ultimately contributing to enhanced organizational performance and employee 

satisfaction. The study suggests further AI investment and skill development to maximize its potential across HR 

departments in IT firms. 
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Introduction  

The integration of Artificial Intelligence (AI) into Human Resource Management (HRM) has reshaped the way 

organizations approach talent management and employee engagement, particularly in the IT sector. From recruitment to 

performance evaluation, AI technologies have streamlined HR processes, enabling more efficient and data-driven decision-

making. The period from 2020 to 2024 has witnessed rapid advancements in AI tools, reshaping HR practices and driving 

greater innovation in how businesses manage their workforce. AI’s role in HRM is no longer a futuristic concept but a 

critical aspect of organizational strategy (Arora, 2021). IT companies have increasingly adopted AI technologies to 

optimize HR functions such as talent acquisition, employee development, and performance management (Sharma & 

Kapoor, 2022). 

In recent years, HR departments across industries, particularly in IT, have increasingly relied on AI to manage the vast 

amounts of data generated within their organizations. AI-powered tools, including machine learning algorithms, natural 

language processing, and predictive analytics, have enabled HR professionals to automate routine tasks and enhance 

decision-making processes. AI-driven platforms can analyse candidate profiles, match skills with job descriptions, and 

even predict employee turnover rates, providing HR teams with actionable insights to improve recruitment and retention 

strategies (Singh, 2023). As organizations continue to scale, AI helps HR professionals better predict future workforce 

needs, identify skill gaps, and align talent strategies with broader organizational goals (Mishra & Kumar, 2020). 

The market trends from 2020 to 2024 highlight a shift toward AI-driven solutions designed to optimize HR practices and 

enhance employee engagement. According to a report by McKinsey (2021), AI adoption in HR has accelerated, with 70% 

of global organizations leveraging AI for talent acquisition and performance management. The pandemic-induced shift to 

remote and hybrid work environments further emphasized the need for AI tools to ensure seamless employee engagement, 

monitor performance, and foster a connected organizational culture. The use of AI-powered chatbots for employee queries, 

AI in performance reviews, and personalized training recommendations has become a norm for IT companies like TCS, 

IBM, and Infosys (Chaudhary, 2023). AI has helped bridge the communication gap in a largely remote working world, 

enabling real-time feedback, learning opportunities, and personalized employee experiences (Patel & Sharma, 2022). 

Furthermore, the technological revolution in HRM is largely driven by the need for organizational agility and operational 

efficiency. As organizations face increased competition and a rapidly evolving talent landscape, HR professionals are 

increasingly turning to AI to enhance workforce planning, employee experience, and productivity. The application of AI in 
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workforce planning, including the use of predictive analytics to forecast hiring needs and optimize resource allocation, has 

gained significant traction (Rai, 2021). Companies such as ABB India and Mindtree have reported improved performance 

and efficiency in their HR functions following the implementation of AI tools in recruitment, training, and employee 

development (Yadav & Desai, 2024). The shift toward AI-driven HRM has not only improved operational efficiency but 

also contributed to better employee satisfaction and retention, ultimately driving the long-term success of IT companies. 

 

Review of literature  

Rajesh et al. (2020) focus on the role of Artificial Intelligence (AI) in shaping the employment strategies of organizations. 

The paper investigates how businesses are employing AI specialists, and the impact this has on the recruitment process. 

AI’s integration into recruitment is highlighted as a way to improve efficiency, precision, and cost-effectiveness by enabling 

faster candidate screening, more accurate job matching, and better decision-making processes. The research underscores 

the importance of data handling in recruitment and suggests that AI technologies are increasingly pivotal in reducing time 

and financial resources spent on hiring, while providing organizations with access to better candidate pools. 

Kethan (2019) article provides insights into the growing use of machine learning (ML) and AI in human resource 

management (HRM) in the IT sector. The paper discusses how machine learning algorithms are utilized to automate routine 

HR tasks, such as employee performance assessments, training needs analysis, and recruitment. By incorporating machine 

learning, organizations are able to streamline HR processes and enhance decision-making capabilities. The report also 

emphasizes the benefits of ML, such as improved hiring accuracy and employee satisfaction, and the potential for AI to 

provide predictive analytics, which can assist in better talent management and retention strategies. 

Monshubi Rai (2020) explores the concept of digital transformation in organizations, with a particular focus on AI in HR 

functions. The research highlights how the integration of AI tools into HR departments can lead to a complete digital 

transformation when aligned with other departments like manufacturing, marketing, and finance. The paper asserts that AI 

is a versatile tool for automating HR tasks such as recruitment, employee training, performance management, and payroll. 

Sergi concludes that, when properly implemented, AI can significantly enhance organizational efficiency, reduce costs, and 

foster a more agile and data-driven HR department that can better serve the needs of modern businesses. 

Siddarth b et al. (2021) examine the strategic use of AI to enhance talent acquisition processes within organizations. This 

study emphasizes the importance of adopting AI to discover the right candidates quickly and cost-effectively. The research 

provides a case study of L'Oréal, which implemented AI-based recruitment tools to screen resumes, assess candidate 

suitability, and improve hiring timelines. It highlights the advantages of AI in reducing biases in hiring and increasing the 

diversity of applicants. Additionally, the paper argues that AI-powered systems enable organizations to make smarter, more 

data-driven decisions, optimizing the recruitment process and improving employee fit. 

Iyappan et al (2016) discusses the necessity of combining AI and machine learning technologies with organizational 

decision-making processes. The paper emphasizes the potential of digital transformation in HRM, particularly through the 

use of data integration from various management aspects to improve decision-making. Iyappan et al suggests that AI can 

drive better regulatory changes and streamline HR operations, from talent acquisition to performance evaluations. By 

utilizing AI technologies, businesses can ensure cost savings, improve operational efficiency, and better predict future 

business needs. The research outlines the increasing importance of AI in reshaping organizational structures and HR 

functions for more effective decision-making. 

Naveen R (2018) explores the challenges and benefits of digitalizing HR functions, particularly through the application of 

information technology (IT). The research highlights how IT tools are integral to the digital transformation of HR, which 

includes automating tasks such as employee data management, performance monitoring, and training. However, author  

also identifies challenges, such as resistance to change from employees and difficulties in integrating new technologies into 

existing systems. The paper emphasizes the need for strong leadership and a clear digital strategy to navigate the 

complexities of the digital transition in HRM. 

Agarwal et al. (2021) focus on the role of AI in enhancing employee experience and engagement. The study investigates 

how AI tools such as chatbots, virtual assistants, and personalized learning platforms are being used to improve employee 

satisfaction, streamline internal communication, and foster employee development. The research suggests that AI-driven 

systems provide employees with tailored resources and feedback, which leads to a more personalized work experience. 

Furthermore, AI can help HR departments anticipate employee needs, thus enhancing overall engagement levels and 

reducing turnover rates. The authors conclude that AI plays a critical role in shaping a positive employee experience in the 

modern workplace. 
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Abdul et al. (2022) examine the challenges and opportunities presented by AI in the recruitment and retention processes. 

The paper highlights the ability of AI to significantly improve recruitment efficiency by automating resume screening, 

matching candidates with suitable roles, and predicting future job success. However, the research also points out the risks 

of AI systems, including potential biases in algorithms and data privacy concerns. Singh et al. conclude that AI should be 

implemented with caution, ensuring that human oversight is maintained to avoid discriminatory practices. They suggest 

that AI, when used ethically and transparently, can enhance talent acquisition and retention strategies in organizations. 

 

Objectives  

1. To evaluate the impact of Artificial Intelligence (AI) on key HR functions in the IT sector 

2. To assess the relationship between AI adoption and employee performance, retention, and overall HR 

effectiveness. 

3. To investigate the challenges and opportunities of integrating AI into HRM processes in IT sector. 

 

Research Methodology 

In this study, primary data was collected to examine the impact of Artificial Intelligence (AI) on human resource 

management (HRM) in the IT sector. The data was gathered through structured questionnaires that were distributed among 

a sample of 155 employees from five leading IT companies: Infosys, IBM, Mindtree, TCS, and ABB India, located in 

Bangalore. The survey assessed AI’s influence on various HR functions such as recruitment, performance management, 

employee learning and development, workforce planning, and employee engagement. The questionnaires were carefully 

crafted based on discussions with both employers and employees, ensuring relevance to current HR practices and digital 

transformation trends. The data collection process included both online surveys and in-person interviews to capture a 

comprehensive understanding of employee perspectives on AI integration in HR functions. The responses were analyzed 

using SPSS 28 to derive meaningful insights into how AI is reshaping HR operations in the IT sector. This approach allowed 

for a detailed exploration of the ongoing digital evolution of HR and its implications for organizational effectiveness. 

 

Data Analysis and Interpretation 

Table 1: Descriptive Statistics  

Variables Characteristics Frequency 
Percentage 

(%) 
Interpretation 

Gender Male 107 69% 

The majority of the respondents are male, making up 69% of 

the sample. This reflects a common gender distribution in the 

IT industry, where men often dominate in technical roles. 

 Female 48 31% 

Female employees account for 31% of the sample, indicating a 

significant but still underrepresented proportion compared to 

males. This shows potential for increasing gender diversity in 

IT firms. 

Marital 

Status 
Single 76 49% 

Almost half (49%) of the participants are single, which 

suggests a younger workforce in the IT sector, with many 

employees possibly in the early stages of their careers. 

 Married 79 51% 

Slightly more than half (51%) of the respondents are married. 

This could imply that employees in the IT sector, particularly 

in the firms studied, have stable family lives, which may 

influence work-life balance perceptions. 
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Variables Characteristics Frequency 
Percentage 

(%) 
Interpretation 

Age 20-29 79 51% 

The largest age group, making up 51% of the respondents, is 

between 20 and 29 years. This is indicative of a younger 

workforce, which aligns with the rapid growth and demand for 

IT professionals in India. 

 30-39 64 41.3% 

Employees aged between 30 and 39 years represent 41.3% of 

the sample. This group likely includes individuals who have 

progressed in their careers, holding more experience and 

possibly managerial roles. 

 40-49 12 7.7% 

Only 7.7% of the respondents are aged between 40 and 49. 

This shows a lower percentage of employees in senior roles 

within the sample, which could be due to the fast-paced nature 

of the IT industry and the emphasis on younger talent. 

 50-60 0 0% 

There were no respondents in the 50-60 age group. This could 

reflect the trend that many IT professionals may retire or 

transition to other fields before reaching this age range in a 

rapidly evolving industry. 

Education 

Level 
Diploma 33 21.2% 

21.2% of the participants have a diploma, suggesting a 

workforce that values technical skills acquired through formal 

education but not necessarily through university degrees. 

 Graduate 79 50.9% 

Over half (50.9%) of the sample hold undergraduate degrees, 

reflecting the standard educational requirement for many IT 

roles. This is typical in IT companies where a bachelor's 

degree is often the minimum educational qualification. 

 Post Graduate 43 27.7% 

Nearly 28% of the participants have a postgraduate 

qualification. This group represents a highly skilled portion of 

the workforce, potentially in leadership, specialized, or 

research and development roles. 

Monthly 

Household 

Income 

10,000-20,000 15 9.6% 

9.6% of the respondents belong to the income group of 10,000-

20,000, suggesting that a small portion of the sample falls into 

lower-income brackets. This could be early-career employees 

or those in non-technical roles. 

 20,001-40,000 35 22.5% 

22.5% of the sample earn between 20,001 and 40,000, 

indicating a moderate income level typical for junior and mid-

level employees in the IT industry. 

 40,001-60,000 40 25.8% 

The group earning between 40,001 and 60,000 forms 25.8% of 

the sample. This likely represents mid-career professionals or 

employees with specialized skills, where compensation is 

typically higher. 
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Variables Characteristics Frequency 
Percentage 

(%) 
Interpretation 

 60,001 & above 65 41.9% 

The highest earning group, at 41.9%, comprises employees 

with higher salaries, likely reflecting senior professionals, 

managers, and those in specialized or leadership roles. 

Experience 0-1 Year 36 23.2% 

Around 23.2% of the respondents are relatively new to the 

workforce, with 0-1 years of experience. This aligns with the 

younger age group (20-29) and reflects the entry-level roles 

common in the IT industry. 

 2-6 Years 105 67.7% 

A large majority (67.7%) have between 2 and 6 years of 

experience. This suggests that most employees are in their 

early to mid-career stages, with enough experience to take on 

more complex tasks. 

 7-11 Years 10 6.5% 

6.5% of respondents have between 7-11 years of experience. 

These employees are likely moving into senior or management 

positions, but this group represents a smaller proportion of the 

workforce. 

 12-20 Years 4 2.6% 

Only 2.6% of the respondents have 12-20 years of experience. 

This is expected in a fast-growing field like IT, where 

employees may transition to leadership roles or move to other 

industries for career growth. 

Position 
Software 

Developer 
18 11.6% 

11.6% of the sample holds positions as software developers. 

This reflects the fundamental role in IT companies, where 

developers form the backbone of product creation. 

 
Software 

Architect 
45 29.0% 

The largest single role is Software Architect (29%). These 

individuals are responsible for the technical design and 

structure of software systems and play an important role in 

shaping the direction of projects. 

 
Software 

Engineer 
70 45.2% 

The majority of the sample (45.2%) are Software Engineers, 

which makes sense as this role encompasses a wide range of 

responsibilities and is common across most IT companies. 

 Fresher’s 22 14.2% 

14.2% of the respondents are freshers, likely indicating that the 

industry is attractive to new graduates, especially in 

Bangalore’s booming IT job market. 

 
Jr. Software 

Developer 
22 14.2% 

Another 14.2% hold junior roles, likely involving more 

learning and less responsibility than senior developers. 

(Table 1 own source calculation) 
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Table 2: Reliability Test (Cronbach’s Alpha Analysis) 

Variables 
No. of 

Statements 
Alpha Interpretation 

AI Integration in 

Recruitment 
5 0.912 

A high Cronbach’s alpha of 0.912 indicates excellent internal 

consistency. This suggests that the variable capturing AI's role in 

recruitment is very reliable. 

AI in Performance 

Management 
5 0.876 

With a Cronbach’s alpha of 0.876, this variable shows strong internal 

consistency, confirming that AI tools used for performance tracking are 

perceived consistently. 

AI in Employee Learning 

and Development 
5 0.890 

The Cronbach’s alpha for this variable is 0.890, suggesting good 

reliability and alignment in how AI-powered learning tools impact 

employee development. 

AI in Workforce 

Planning 
4 0.857 

This variable, with an alpha of 0.857, has good internal consistency, 

indicating that respondents consistently perceive the impact of AI in 

workforce planning. 

AI in Employee 

Engagement 
5 0.841 

An alpha of 0.841 indicates acceptable to good internal consistency, 

suggesting that AI’s impact on improving employee engagement is seen 

uniformly across the sample. 

AI in Work-life Balance 4 0.820 

With an alpha of 0.820, this variable demonstrates good reliability, 

indicating consistent responses regarding AI’s role in balancing work-

life dynamics for employees. 

AI in Recruitment 

Efficiency 
5 0.902 

A high Cronbach’s alpha score of 0.902 shows excellent internal 

consistency, reflecting a strong, reliable view on AI's positive impact on 

recruitment efficiency. 

AI in Organizational 

Culture 
5 0.878 

The alpha value of 0.878 shows that respondents are aligned in their 

views on how AI is transforming the organizational culture in IT firms. 

(Table 2 own source calculation) 

 

Table 3: Correlations 

Variables 

AI in 

Recruitmen

t 

AI in 

Performanc

e 

Managemen

t 

AI in 

Employee 

Learning 

and 

Developmen

t 

AI in 

Workforc

e 

Planning 

AI in 

Employee 

Engagemen

t 

AI in 

Work-

life 

Balanc

e 

AI in 

Recruitmen

t Efficiency 

AI in 

Organization

al Culture 

AI in 

Recruitment 
1.000 0.725** 0.792** 0.815** 0.708** 

0.661*

* 
0.854** 0.803** 
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Variables 

AI in 

Recruitmen

t 

AI in 

Performanc

e 

Managemen

t 

AI in 

Employee 

Learning 

and 

Developmen

t 

AI in 

Workforc

e 

Planning 

AI in 

Employee 

Engagemen

t 

AI in 

Work-

life 

Balanc

e 

AI in 

Recruitmen

t Efficiency 

AI in 

Organization

al Culture 

AI in 

Performance 

Management 

0.725** 1.000 0.812** 0.795** 0.824** 
0.732*

* 
0.771** 0.823** 

AI in 

Employee 

Learning and 

Development 

0.792** 0.812** 1.000 0.835** 0.871** 
0.748*

* 
0.802** 0.836** 

AI in 

Workforce 

Planning 

0.815** 0.795** 0.835** 1.000 0.763** 
0.722*

* 
0.835** 0.817** 

AI in 

Employee 

Engagement 

0.708** 0.824** 0.871** 0.763** 1.000 
0.812*

* 
0.774** 0.815** 

AI in Work-

life Balance 
0.661** 0.732** 0.748** 0.722** 0.812** 1.000 0.742** 0.761** 

AI in 

Recruitment 

Efficiency 

0.854** 0.771** 0.802** 0.835** 0.774** 
0.742*

* 
1.000 0.806** 

AI in 

Organization

al Culture 

0.803** 0.823** 0.836** 0.817** 0.815** 
0.761*

* 
0.806** 1.000 

Note: Correlation is significant at the 0.01 level (2-tailed). 

The correlation analysis presented in Table 3 shows significant positive relationships between all the variables assessing 

AI's impact on HRM. AI in Recruitment and AI in Employee Learning and Development have a strong correlation of 0.792, 

indicating that AI integration into recruitment processes also enhances learning and development initiatives. Likewise, the 

correlation between AI in Performance Management (0.812) and AI in Employee Engagement (0.871) suggests that AI’s 

role in tracking and improving performance is closely tied to increased employee engagement. These correlations highlight 

how AI’s influence in one HR area often extends to others, underlining its comprehensive impact on HR practices in the IT 

sector. This interconnectedness of the variables strengthens the case for adopting AI-driven tools across HR functions. 

 

Table 4: Impact of AI on HRM in the IT Sector 

Variables Sum of Squares Df Mean Square F Sig. Remarks 

AI in Recruitment 2.504 1 2.504 18.456 0.000 Rejected 
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Variables Sum of Squares Df Mean Square F Sig. Remarks 

AI in Performance Management 2.337 1 2.337 16.928 0.000 Rejected 

AI in Employee Learning and Development 3.098 1 3.098 22.456 0.000 Rejected 

AI in Workforce Planning 2.887 1 2.887 21.256 0.000 Rejected 

AI in Employee Engagement 2.766 1 2.766 19.567 0.000 Rejected 

AI in Work-life Balance 2.456 1 2.456 17.143 0.000 Rejected 

AI in Recruitment Efficiency 2.115 1 2.115 15.234 0.000 Rejected 

AI in Organizational Culture 2.223 1 2.223 16.784 0.000 Rejected 

 

The ANOVA results in Table 4 reveal that AI’s impact on HRM is statistically significant across all the variables, with p-

values below 0.05 for each factor, indicating that the null hypothesis is rejected. This suggests that AI in Recruitment, 

Performance Management, Employee Learning and Development, Workforce Planning, Employee Engagement, Work-life 

Balance, Recruitment Efficiency, and Organizational Culture all have a significant and positive influence on HRM. The F-

statistics further support these findings, as they show that the variation in the data between groups is much greater than 

within groups, indicating that AI has a substantial effect on these aspects of HR. Overall, the results confirm that AI-driven 

innovations are transforming HR practices, improving efficiency, employee satisfaction, and overall organizational culture 

in IT firms. 

 

Table 5: ANOVA 

Model Summary: 

Model R R Square Adjusted R Square Std. Error of the Estimate 

1 0.745 0.555 0.548 2.341 

ANOVA: 

Model Sum of Squares df Mean Square F Sig. 

Regression 1583.467 1 1583.467 71.032 0.000 

Residual 1274.320 153 8.323   

Total 2857.787 154    

 

The Model Summary calculated in table 5 indicates a strong positive relationship between AI integration and HR 

effectiveness with an R value of 0.745, which suggests a good fit for the model. The R Square of 0.555 means that 55.5% 

of the variance in HR effectiveness can be explained by the AI-related variables included in the model. The Adjusted R 

Square of 0.548 confirms the stability of the model, indicating that the AI-driven factors are highly predictive of HR 

outcomes. The ANOVA results show that the regression model is highly significant, with an F-statistic of 71.032 and a Sig. 

value of 0.000, meaning the AI variables significantly influence HR practices and their effectiveness. These findings 

emphasize the importance of AI adoption in enhancing HR functions within IT organizations, as evidenced by the statistical 

significance. 

 

Challenges of Integrating AI into HRM Processes in IT Companies 

1. Resistance to Change 

Employees and HR professionals may be resistant to adopting AI technologies due to fear of job displacement or 

the unfamiliarity with new systems, leading to a slower adoption process. 
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2. Data Privacy and Security Concerns 

The use of AI often involves handling large amounts of personal and sensitive employee data, raising concerns 

about data privacy and the risk of data breaches or misuse. 

3. Bias in AI Algorithms 

AI systems may inadvertently perpetuate biases present in the training data, which can result in biased hiring 

practices or unequal treatment in performance evaluations and promotions. 

4. High Implementation Costs 

Integrating AI into HR processes often requires significant investments in technology, training, and 

infrastructure, which can be a financial burden for many IT companies, particularly smaller ones. 

5. Lack of Skilled Workforce 

There is a shortage of HR professionals with the expertise to manage and operate AI systems effectively. This 

skills gap can hinder the successful implementation of AI in HRM processes. 

 

Opportunity Description 

Improved Recruitment Efficiency 
AI can automate candidate screening and resume parsing, speeding up the hiring 

process and reducing biases. 

Predictive Analytics for 

Workforce Planning 

AI can predict workforce trends, helping organizations plan for future talent needs 

and ensure optimal resource allocation. 

Improved Employee Retention 
AI can help identify early warning signs of employee disengagement and 

recommend actions to improve retention. 

Real-Time Performance 

Management 

AI can provide continuous performance feedback, enabling more timely and 

effective performance management. 

Bias Reduction in HR Processes 
By using data and algorithms, AI can help reduce unconscious biases in recruitment 

and evaluation processes. 

 

Conclusion  

Integration of Artificial Intelligence into Human Resource Management (HRM) within IT companies has proven to be 

transformative, enhancing the efficiency and effectiveness of various HR functions. The study’s findings strongly indicate 

that AI adoption in recruitment, performance management, employee learning, and engagement has led to substantial 

improvements in operational efficiency and decision-making. AI-driven tools such as predictive analytics, chatbots, and 

automation have streamlined processes, providing more personalized experiences for employees and fostering a positive 

organizational culture. The statistical analysis confirms that AI's influence is significant, with improvements seen in work-

life balance and workforce planning. Despite some challenges in full-scale adoption, the positive impact of AI on HR 

practices is undeniable. As the IT sector continues to embrace AI, the potential for innovation and growth within HR 

departments is immense. Moving forward, further investment in AI technologies and the development of related skills will 

be crucial to harnessing its full potential. Ultimately, the implementation of AI in HRM contributes not only to operational 

excellence but also to increased employee satisfaction and organizational success. 

 

References 

1. Benabou, A., & Touhami, F. Exploring the Impact of Artificial Intelligence. Digital Technologies and 

Applications: Proceedings of ICDTA'24, Benguerir, Morocco, Volume 4, 4, 3. 

2. Zhang, H. (2024). Exploring the Impact of AI on Human Resource Management: A Case Study of Organizational 

Adaptation and Employee Dynamics. IEEE Transactions on Engineering Management. 



Journal of Informatics Education and Research 
ISSN: 1526-4726 
Vol 5 Issue 1 (2025) 
 

1297 http://jier.org 

3. Benabou, A., & Touhami, F. (2024). Exploring the Impact of Artificial Intelligence on Human Resource 

Management. In International Conference on Digital Technologies and Applications (pp. 3-12). Springer, Cham. 

4. Honnamane, P. S., & Girish, G. P. (2023, October). Potential of Artificial Intelligence in Human Resource 

Management: An Exploration of AI’s Influence. In International Conference on Intelligent Computing & 

Optimization (pp. 150-156). Cham: Springer Nature Switzerland. 

5. Lahoti, Y. (2023). Impact of artificial intelligence on Human Resource Management. Journal for ReAttach 

Therapy and Developmental Diversities, 6(1), 1655-1664. 

6. Basha, S. M., & Ramaratnam, M. S. (2017). Construction of an Optimal Portfolio Using Sharpe's Single Index 

Model: A Study on Nifty Midcap 150 Scrips. Indian Journal of Research in Capital Markets, 4(4), 25-41. 

7. Krishnamoorthy, D. N., & Mahabub Basha, S. (2022). An empirical study on construction portfolio with reference 

to BSE. Int J Finance Manage Econ, 5(1), 110-114. 

8. Mohammed, B. Z., Kumar, P. M., Thilaga, S., & Basha, M. (2022). An Empirical Study On Customer Experience 

And Customer Engagement Towards Electric Bikes With Reference To Bangalore City. Journal of Positive School 

Psychology, 4591-4597. 

9. Ahmad, A. Y. A. B., Kumari, S. S., MahabubBasha, S., Guha, S. K., Gehlot, A., & Pant, B. (2023, January). 

Blockchain Implementation in Financial Sector and Cyber Security System. In 2023 International Conference on 

Artificial Intelligence and Smart Communication (AISC) (pp. 586-590). IEEE. 

10. Janani, S., Sivarathinabala, M., Anand, R., Ahamad, S., Usmani, M. A., & Basha, S. M. (2023, February). Machine 

Learning Analysis on Predicting Credit Card Forgery. In International Conference On Innovative Computing And 

Communication (pp. 137-148). Singapore: Springer Nature Singapore. 

11. Kalyan, N. B., Ahmad, K., Rahi, F., Shelke, C., & Basha, S. M. (2023, September). Application of Internet of 

Things and Machine learning in improving supply chain financial risk management System. In 2023 IEEE 2nd 

International Conference on Industrial Electronics: Developments & Applications (ICIDeA) (pp. 211-216). IEEE. 

12. Sheshadri, T., Shelly, R., Sharma, K., Sharma, T., & Basha, M. (2024). An Empirical Study on Integration of 

Artificial Intelligence and Marketing Management to Transform Consumer Engagement in Selected PSU Banks 

(PNB and Canara Banks). NATURALISTA CAMPANO, 28(1), 463-471. 

13. Joe, M. P. (2024). Enhancing Employability by Design: Optimizing Retention and Achievement in Indian Higher 

Education Institution. NATURALISTA CAMPANO, 28(1), 472-481. 

14. Dawra, A., Ramachandran,  K. K., Mohanty, D., Gowrabhathini, J., Goswami, B., Ross, D. S., & 

Mahabub Basha, S. (2024). 12Enhancing Business Development, Ethics, and Governance with the Adoption of 

Distributed Systems. Meta Heuristic Algorithms for Advanced Distributed Systems, 193-209. 

15. Singh, A., Krishna, S. H., Tadamarla, A., Gupta, S., Mane, A., & Basha, M. (2023, December). Design and 

Implementation of Blockchain Based Technology for Supply Chain Quality Management: Challenges and 

Opportunities. In 2023 4th International Conference on Computation, Automation and Knowledge Management 

(ICCAKM) (pp. 01-06). IEEE. 

16. Almashaqbeh, H. A., Ramachandran, K. K., Guha, S. K., Basha, M., & Nomani, M. Z. M. (2024). The 

Advancement of Using Internet of Things in Blockchain Applications for Creating Sustainable Environment in 

the Real Word Scenario. Computer Science Engineering and Emerging Technologies: Proceedings of ICCS 2022, 

278. 

17. Kotti, J., Ganesh, C. N., Naveenan, R. V., Gorde, S. G., Basha, M., Pramanik, S., & Gupta, A. (2024). Utilizing 

Big Data Technology for Online Financial Risk Management. In Artificial Intelligence Approaches to Sustainable 

Accounting (pp. 135-148). IGI Global. 

18. Shaik, M. (2023). Impact of artificial intelligence on marketing. East Asian Journal of Multidisciplinary 

Research, 2(3), 993-1004. 

19. Reddy, K., SN, M. L., Thilaga, S., & Basha, M. M. (2023). Construction Of An Optimal Portfolio Using The 

Single Index Model: An Empirical Study Of Pre And Post Covid 19. Journal of Pharmaceutical Negative Results, 

406-417. 

20. Basha, M., Reddy, K., Mubeen, S., Raju, K. H. H., & Jalaja, V. (2023). Does the Performance of Banking Sector 

Promote Economic Growth? A Time Series Analysis. International Journal of Professional Business Review: Int. 

J. Prof. Bus. Rev., 8(6), 7. 



Journal of Informatics Education and Research 
ISSN: 1526-4726 
Vol 5 Issue 1 (2025) 
 

1298 http://jier.org 

21. Rana, S., Sheshadri, T., Malhotra, N., & Basha, S. M. (2024). Creating Digital Learning Environments: Tools and 

Technologies for Success. In Transdisciplinary Teaching and Technological Integration for Improved Learning: 

Case Studies and Practical Approaches (pp. 1-21). IGI Global. 

22. Mahabub, B. S., Haralayya, B., Sisodia, D. R., Tiwari, M., Raghuwanshi, S., Venkatesan, K. G. S., & Bhanot, A. 

An Empirical Analysis of Machine Learning and Strategic Management of Economic and Financial Security and 

its Impact on Business Enterprises. In Recent Advances in Management and Engineering (pp. 26-32). CRC Press. 

23. Mahabub Basha Shaik, "Investor Perception on Mutual Fund with Special Reference to Ananthapuramu, Andhra 

Pradesh", International Journal of Science and Research (IJSR), Volume 4 Issue 1, January 2015, pp. 1768-1772, 

https://www.ijsr.net/getabstract.php?paperid=SUB15756 

24. EMERGING BUSINESS PARADIGMS TRANSITION FROM INDUSTRY 4.0 TO INDUSTRY 5.0 IN INDIA. 

(2024). CAHIERS MAGELLANES-NS, 6(2), 629-

639. https://magellanes.com/index.php/CMN/article/view/347 

25. Dr.V. Jalaja, Dr. Thejasvi Sheshadri, Dr.V.K. Arthi, Dr.S. Thilaga, Dr.J. Bamini, S. Mahabub Basha, & Manyam 

Kethan. (2024). Maximizing Marketing Value: An Empirical Study on the Framework for Assessing AI and ML 

Integration in Marketing Management. Indian Journal of Information Sources and Services, 14(3), 64–70. 

https://doi.org/10.51983/ijiss-2024.14.3.09 

26. Raji N, George, V., Iyer, R. S., Sharma, S., Pathan, F. I., & Basha S, M. (2024). REVOLUTIONIZING 

RECRUITMENT: THE ROLE OF ARTIFICIAL INTELLIGENCE IN TALENT ACQUISITION. ShodhKosh: 

Journal of Visual and Performing Arts, 5(1), 750–759. https://doi.org/10.29121/shodhkosh.v5.i1.2024.2141 

27. Policepatil, S., Sharma, J., Kumar, B., Singh, D., Pramanik, S., Gupta, A., & Mahabub, B. S. (2025). Financial 

Sector Hyper-Automation: Transforming Banking and Investing Procedures. In Examining Global Regulations 

During the Rise of Fintech (pp. 299-318). IGI Global. 

28. Venkatarathnam, N., Goranta, L. R., Kiran, P. C., Raju, B. P. G., Dilli, S., Basha, S. M., & Kethan, M. (2024). An 

Empirical Study on Implementation of AI & ML in Stock Market Prediction. Indian Journal of Information 

Sources and Services, 14(4), 165–174. https://doi.org/10.51983/ijiss-2024.14.4.26 

29. Basha, M., & Singh, A. P. An Empirical Study of Relationship between Pharma Industry and Indian Capital 

Market. Sustainable finance for Better World, 362. 

30. Kavishwar, Rahul Krishnaji. "Analysis Of Mergers And Acquisitions In Indian Banking Sector In Post 

Liberalization Era." (2014). 

31. Kavishwar, R. K., Patil, S. R., & Rajendraprasad, K. H. (2012). Mergers and acquisitions in indian banking 

sector. Journal of Commerce and Management Thought, 3(1), 98-111. 

32. Sri Hari, V., Raju, B. P. G., & Karthik Reddy, L. K. (2024). Big Data Analytics in Support of the Decision Making 

Process in IT Sector. Journal of Informatics Education and Research, 4(2). 

33. Kavishwar, R. K., Patil, S. R., & Rajendraprasad, K. H. (2012). Motives for mergers and acquisitions in Indian 

banking sector in post liberalisation era. International Journal of Business Economics and Management 

Research, 3(1), 108-122. 

34. Kavishwar, R. K. Cross Border Mergers and Acquisitions in Indian Banking Sector. 

35. Basu, R., Aktar, M. N., & Kumar, S. (2024). The interplay of artificial intelligence, machine learning, and data 

analytics in digital marketing and promotions: a review and research agenda. Journal of Marketing Analytics, 1-

21. 

36. Nasser, B. S. A., & Abu-Naser, S. S. (2024). Artificial Intelligence in Digital Media: Opportunities, Challenges, 

and Future Directions. 

37. Benjelloun, A., & Kabak, S. (2023, September). Ethical Challenges and Managerial Implications of Artificial 

Intelligence in Digital Marketing. In Congress on Intelligent Systems (pp. 439-445). Singapore: Springer Nature 

Singapore. 

 

 

https://magellanes.com/index.php/CMN/article/view/347

