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Abstract

The Rapid Rise Of Generative Artificial Intelligence (Genai) Is Fundamentally
Transforming The Field Of Human Resource (Hr) Analytics. It Is Shifting
Organisations Away From Traditional Descriptive Workforce Reporting Towards More
Advanced Predictive And Prescriptive Approaches That Support Strategic Decision-
Making. This Study Examines The Extent Of Genai Adoption Across Core Hr
Functions And Its Consequent Association With Strategic Workforce Management
(Swm) Outcomes In Indian Organisations. Using A Descriptive-Cum-Analytical
Research Design, Primary Data Were Gathered From 180 Hr Professionals Belonging
To The It/Ites, Manufacturing, Banking-Financial Services-Insurance (Bfsi), And
Services Sectors Through A Structured And Pre-Tested Questionnaire. Results
Disclose That Genai Adoption Is Most Pronounced In Learning And Development
And Recruitment Functions, While Workforce Planning And Forecasting Continue To
Lag Behind. Faster Decision-Making And Reduced Administrative Workload Emerged
As The Most Valued Benefits, Whereas Data Privacy Concerns And The Absence Of
A Formal Ai Governance Policy Were Identified As The Principal Barriers To
Adoption. Statistically Significant Positive Correlations Were Observed Between The
Genai Adoption Index And Key Strategic Workforce Management Dimensions,
Particularly Decision-Making Agility And Workforce Planning Accuracy. Sector-Wise
Comparison, Tested Through One-Way Anova, Indicated That It/Ites Organisations
Report Significantly Higher Adoption Levels Than Manufacturing Firms. The Study
Concludes That While Genai Offers Substantial Strategic Value For Workforce
Management, Its Benefits Are Contingent Upon Addressing Governance, Trust, And
Capability-Building Challenges. The Paper Offers Practical Implications For Hr
Practitioners, Technology Vendors, And Policymakers Seeking To Institutionalise
Responsible Genai-Enabled Hr Analytics Within Indian Organisations.
Keywords : Generative-Ai; Strategic Workforce Management; Hrm; Workforce
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Planning; Hr Analytics.

Introduction

Human Resource Management Has Evolved Significantly Over Time, Moving
From A Purely Administrative And Transactional Function To A Strategic Partner That
Drives Organisational Value Creation. At The Heart Of This Transformation Is The
Emergence Of Hr Analytics — The Systematic Use Of Statistical And Computational
Methods To Analyse Workforce Data, Enabling Evidence-Based Decisions Related To
Recruitment, Retention, Performance Management, And Organisational Design (Malik
Et Al, 2023). In The Last Decade, Rapid Advancements In Artificial Intelligence
(A1), Particularly Generative Artificial Intelligence (Genai), Have Further Accelerated
This Shift By Helping Hr Functions Progress Beyond Basic Descriptive Dashboards
To Sophisticated Predictive And Prescriptive Analytics. These Tools Can Simulate
Various Scenarios, Create Personalised Content, And Facilitate Complex Decision-
Making In Near Real Time. Generative-Ai Tools Such As Llms, Exemplified By
Chat-Gpt, Google Gemini, And Comparable Platforms, Differ From Earlier Rule-
Based Or Purely Predictive Ai Systems In Their Ability To Synthesise New Content
— Job Descriptions, Training Material, Performance-Feedback Narratives, And
Workforce Forecasts — From Vast Repositories Of Organisational And External Data
(Jiang, Cai, & Wang, 2025). This Capability Has Particular Relevance For Strategic
Workforce Management (Swm), A Discipline Concerned With Ensuring That The
Organisation Takes The Correct Amount Of Individuals, Through The Correct
Facilities, In The Correct Characters, At The Correct Period, To Accomplish Its
Lasting Purposes.

Traditional Workforce Planning Has Often Been Constrained By The Limited
Processing Capacity Of Hr Teams And The Static Nature Of Historical Data; Genai-
Enabled Analytics Promises To Relax These Constraints By Continuously Ingesting
Structured And Unstructured Data — Including Employee Sentiment, Market Trends,
And Skills Taxonomies — To Generate Dynamic, Forward-Looking Workforce
Insights (Venugopal, Madhavan, Prasad, & Raman, 2024; Arora & Damarla, 2025).
Global Survey Evidence Corroborates This Shift. According To The D.G.H.C. Trends
Study, Drawing On Responses From Thousands Of Business And Hr Leaders
Worldwide, Finds That Organisations Increasingly View Ai-Human Collaboration As
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Central To The Future Employee Value Proposition, Even As A Majority Of
Employees Report Limited Formal Training In Use Of Generative Ai-Tools At Work
(Deloitte, 2025). This Gap Between The Pace Of Technology Adoption And The Pace
Of Workforce Readiness Underscores The Need For Empirical Research Into How
Genai Is Actually Being Absorbed Into Hr Practice, And With What Strategic
Consequences (Gong Et Al., 2025).

Despite A Growing Volume Of Conceptual And Review-Based Literature On
Genai In Hrm, There Remains A Paucity Of India-Focused Empirical Evidence
Examining How The Extent Of Genai Adoption Across Specific Hr Functions
Translates Into Measurable Improvements In Strategic Workforce Management
Outcomes Such As Workforce Planning Accuracy, Talent Retention, And Decision-
Making Agility (Saxena Et Al., 2025; Reis, 2026). Against This Backdrop, The
Present Study Undertakes A Survey-Based Empirical Investigation Of Genai Adoption
Among Hr Professionals Across Major Industry Sectors, With The Objective Of
Mapping Adoption Patterns, Benefits, Barriers, And Their Statistical Association With
Strategic Workforce Management Performance. The Findings Are Expected To
Contribute Both To The Academic Literature On Ai-Enabled Hrm And To Practitioner
Efforts Aimed At Designing Responsible And Effective Genai Implementation
Strategies Within The Hr Function (Diatmono, 2025).

Review Of Literature

An Expanding Figure Of Scholarship Takes Inspected The Application Of
Generative Ai Within Human Resource Management, Spanning Conceptual
Frameworks, Systematic Reviews, And Function-Specific Investigations.

From A Functional Perspective, Venugopal, Madhavan, Prasad And Raman (2024)
Applied Topic Modelling (Bertopic) To A Corpus Of 389 Publications On Ai In Hrm
And Found That The Most Mature Applications Of Ai Cluster Around Recruitment
And Candidate Screening, Where Ai-Driven Tools Have Measurably Enhanced Hiring
Efficiency And Decision Accuracy, Followed By Performance Management, Where Ai
Facilitates Real-Time, More Objective Assessment. However, The Same Study
Cautioned That Overreliance On Algorithmic Performance Evaluation Can Erode
Employee Trust If Not Accompanied By Transparent Governance Frameworks — A
Finding Of Direct Relevance To The Barriers Examined In The Present Study.
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Masrek, Wahi Anuar And Mazlan (2025) Examined The Strategic And Cost
Implications Of Genai Adoption In Hr, Arguing That While Genai Substantially
Reduces The Cost Of Recruitment, Training, And Compensation Administration By
Automating Repetitive Tasks, The Total Cost Of Ownership Of The Underlying Hr
Information Systems — Encompassing Implementation, Maintenance, And Continuous
Upgrading — Remains A Material Constraint On Adoption, Particularly For Small
And Medium Enterprises. Their Findings Reinforce The Proposition That Genai's
Strategic Value In Workforce Management Must Be Assessed Net Of Implementation
And Governance Costs Rather Than In Terms Of Efficiency Gains Alone.

At The Macro Level, Deloitte's Global Human Capital Trends Research Provides
Large-Sample Survey Evidence Consistent With These Academic Findings. The 2025
Edition, Based On Responses From Nearly 10,000 Business And Hr Leaders Across
Ninety-Three Countries, Reports That More Than Half Of Leaders Regard Deeper
Human-Ai Collaboration As Critical To Organisational Performance, While A
Substantial Majority Of Employees Have Received No Formal Training In Generative
Ai Use — Highlighting An Implementation Gap Between Strategic Intent And
Workforce Readiness (Deloitte, 2025). Complementary Deloitte Research On
Workforce Evolution Similarly Notes That A Growing Share Of Organisations Using
Generative A1 Are Expected To Deploy Agentic Ai Applications Capable Of
Performing Complex Tasks With Limited Human Oversight In The Near Future,
Intensifying The Urgency Of Building Appropriate Governance And Skills
Infrastructure.

Taken Together, The Reviewed Literature Converges On Three Broad Propositions
That Inform The Present Study's Objectives: First, That Genai Adoption Within Hrm
Is Uneven Across Functions, Concentrated More Heavily In Recruitment, Training,
And Performance Management Than In Workforce Planning And Forecasting; Second,
That The Realised Benefits Of Genai — Efficiency, Personalisation, And Predictive
Insight — Are Consistently Accompanied By Governance-Related Barriers Relating
To Data Privacy, Algorithmic Bias, And Organisational Trust; And Third, That
Empirical, Sector-Disaggregated Evidence Linking The Extent Of Genai Adoption To
Strategic Workforce Management Outcomes Remains Comparatively Scarce,
Particularly In The Indian Organisational Framework. The Present Work Seeks To
Address This Breach.
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Objectives

+ To Observe The Level Of Acceptance Of Generative-Ai Tools Across Main Hr
Functions.

o To Categorize The Key Perceived Assistances Of Using Generative-Ai In Hr
Analytics.

* To Assess The Primary Barricades And Challenges Hindering The
Implementation Of Generative-Ai In Hr Analytics.

* To Investigate The Connection Among The Level Of Generative-Ai Adoption
& Strategic Workforce Management Outcomes.

 To Compare The Degree Of Generative-Ai Implementation In Hr Practices
Transversely Selected Trade Sectors.

Research Methodology

1. Design

The Study Employs A Descriptive-Cum-Analytical Design That Primarily Relies
On Primary Data, While Drawing Upon Secondary Literature To Provide Necessary
Context And Support The Interpretation Of Conclusions (Tharenou Et Al., 2007).

2. Population And Sample

The Target Population Comprised Hr Professionals At The Level Of Assistant
Manager And Above, Employed In Organisations Operating Across India,
Representing The It/Ites, Manufacturing, Banking-Financial Services-Insurance (Bfsi),
And Services Sectors. A Sample Of 180 Respondents Was Drawn Using A
Combination Of Purposive And Convenience Sampling, Ensuring Adequate
Representation Across The Four Sectors (Andrade, 2021; Memon Et Al., 2024).

3. Data Collection

Main Data Were Gathered Using A Structured, Pre-Tested Survey (Questionnaire)
Administered Online Between January And April 2026. The Instrument Comprised
Five Sections: (A) Demographic Profile; (B) Extent Of Genai Adoption Across Six Hr
Functions, Measured On A Five-Point Likert Scale; (C) Perceived Benefits Of Genai;
(D) Barriers To Adoption; And (E) A Self-Reported Strategic Workforce Management
(Swm) Outcome Index Covering Workforce Planning Accuracy, Talent Retention,
Recruitment Cycle Time, Employee Productivity, And Decision-Making Agility. The
Reliability Of The Likert-Scale Sections Was Verified By Cronbach's Alpha, Which
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Exceeded The Conventional Threshold Of 0.70 For All Constructs (Robinson, 2018;
Nunnally & Bernstein, 1994).

4. Analysis Tools

Data Were Analysed Using Descriptive Statistics (Means, Standard Deviations,
And Percentages), Pearson's Product-Moment Correlation Coefficient, And One-Way
Analysis Of Variance (Anova), Computed Using Spss (Version 26). A Composite
Genai Adoption Index Was Constructed For Each Respondent By Averaging Scores
Across The Six Hr Functions (George & Mallery, 2003).

5. Scope And Limitations

The Study Is Cross-Sectional And Depends On Self-Reported Perceptions, Which
Might Be Subject To Common Method Bias (Podsakoff Et Al., 2003). The Use Of
Purposive-Cum-Convenience Sampling, Though Acceptable For Exploratory
Investigation, Limits The Statistical Generalisability Of The Findings To The Wider
Population Of Indian Hr Professionals (Andrade, 2021; Zickar & Keith, 2023). Future
Longitudinal And Probability-Sampling-Based Studies Are Recommended To Validate
And Extend These Findings (Baumeister Et Al., 2026).

Data Analysis And Clarification
Table 1: Respondents (N = 150)

Variable Category Frequency Percentage (%)
Gender Male 104 578
Female 76 422
Age (Years) =30 42 233
3040 68 378
41-50 51 283
=350 19 10.6
Work Experience # 3 Years 38 211
5-10 Years 61 339
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11-15 Years 49 272

=15 Years 32 17.8

Industry Sector It Ttes 38 322
Manufacturing 47 26.1

Bfs1 41 228

Services/Others 34 18.9

o Figure 1: Sector-wise Distribution of Respondents (N=180)
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Figure 1: Sector-Wise Distribution Of Respondents (N = 180)

Table 1 Show The Demographic Arrangement Of The Sample. Male (57.8%)
Marginally Outnumber Female (42.2%), Reflecting The Still Male-Skewed
Composition Of Mid-To-Senior Hr Roles In Several Indian Industries. A Majority Of
Respondents (66.1%) Fall In The 30-50 Age Bracket, And 61.1% Report More Than
Five Years Of Hr Experience, Indicating That The Sample Largely Comprises
Professionals With Sufficient Organisational Exposure To Meaningfully Evaluate
Genai Adoption. Sector-Wise, It/Ites Organisations Account For The Largest Share Of
Respondents (32.2%), Followed By Manufacturing (26.1%) And Bfsi (22.8%),
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Broadly Mirroring The Relative Digital Maturity Of These Sectors And Providing A
Reasonably Balanced Base For The Sector-Wise Comparison Undertaken Later In
This Section.

Table 2: Extent Of Generative Ai Adoption Across Hr Functions

Hr Function Mean Score | Std. Deviation | Adoption Level
Recruitment & Screening 3.82 0.71 High
Emploves Onboarding 345 0.79 Moderate
Learning & Development 301 0.68 High
Performance Management 328 0.84 Moderate
Workforce Plannming & Forecasting 3.56 0.77 Moderate
Employee Engagement & Retention 363 0.74 Moderate

Figure 2: Extent of Generative Al Adoption across HR Functio
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Figure 2: Extent Of Generative Ai Adoption Across Hr Functions
Table 2 Reports The Mean Extent Of Genai Adoption (On A Five-Point Scale)
Across Six Core Hr Functions. Learning And Development (Mean = 3.91) And
Recruitment And Screening (Mean = 3.82) Emerge As The Functions With The
Highest Reported Adoption, Consistent With The Observation Of Venugopal Et Al.
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(2024) That Ai Applications Are Most Mature In Candidate Screening And Content-
Generation Tasks, Where Genai's Ability To Draft Personalised Training Material And
Job Descriptions Offers Immediate, Low-Risk Efficiency Gains. Performance
Organization Records The Lowermost Mean Score (3.28), Suggesting That Hr
Professionals Remain Relatively Cautious About Delegating Consequential,
Judgement-Intensive Evaluations To Generative Tools — A Pattern Consistent With
The Trust-Related Concerns Highlighted By Porkodi And Cedro (2025). Workforce
Planning And Forecasting, Despite Its Centrality To Strategic Workforce Management,
Shows Only Moderate Adoption (Mean = 3.56), Indicating That The Strategic
Potential Of Genai In This Function Remains Under-Exploited Relative To Its More
Transactional Applications.
Table 3: Perceived Benefits Of Generative Ai In Hr Analytics

Perceived Benefit % Respondents Agreeing Rank
Reduction In Administrative Workload 81.7 1
Faster Hr Decision-Making 789 2
Predictive Workforce Insights 74.4 3
Improved Accuracy Of Hr Data 706 4
Personalisation Of Employee Experience 683 5
Enhanced Strategic Planning Capability 650 6
i Figure 3: Perceived Benefits of Generative Al in HR Analytics
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Figure 3: Perceived Benefits Of Generative Ai In Hr Analytics



46 Volume 1 | Issue1 | Jan.- Dec. 2026 ISBN oovvnrennecnreres VANLIYAM
lnternatmnal Journal of Commerce, Management and Business Studles (VIJICMBS)

(An International

Refered Inter inary Yearly/Annually Journal in Multi-Language)

As Shown In Table 3, Reduction In Administrative Workload (81.7%) And Faster
Decision-Making (78.9%) Are The Two Most Widely Endorsed Benefits Of Genai
Adoption, Underscoring That The Immediate Value Proposition Perceived By Hr
Professionals Remains Primarily Operational Rather Than Strategic. Nevertheless,
Nearly Three-Fourths Of Respondents (74.4%) Acknowledge The Value Of Predictive
Workforce Insights, And 65.0% Recognise Enhanced Strategic Planning Capability,
Indicating An Emerging — Though Not Yet Dominant — Appreciation Of Genai's
Strategic Potential. Design Is Dependable Through Masrek Et AL'S (2025)
Observation That Cost And Efficiency Gains Typically Precede, And Eventually Pave
The Way For, The More Strategic Applications Of Genai Within Hr Functions.

Table 4: Barriers To Generative Ai Adoption In Hr Analytics

Barrier % Respondents Citing Rank
Data Secrecy And Safety Anxieties 722 1
Defiriency Of Technical Knowhow 639 2
Absence Of Clear A1 Governance Policy 61.1 3
High Implementation Cost 583 4
Employes Resistance / Trust Deficit 350 b
Aloorithmic Bias Concemns 473 6
_— Figure 4: Barriers to Generative Al Adoption in HR Analytics
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Figure 4: Barriers To Generative Ai Adoption In Hr Analytics
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Table 4 Identifies Data Privacy And Security Concerns (72.2%) As The Foremost
Barrier To Genai Adoption In Hr Analytics, Followed By A Lack Of In-House
Technical Expertise (63.9%) And The Absence Of A Clear Ai Governance Policy
(61.1%). These Findings Directly Corroborate The Risk-Analysis Framework
Proposed By Jiang Et Al (2025), Which Identifies Data Governance And Ethical
Oversight As Prerequisites For The Safe Deployment Of Genai In Hrm. Notably,
Algorithmic Bias Concerns, While Ranked Lowest Among The Barriers Examined
(47.8%), Remain A Non-Trivial Issue For Nearly Half The Sample, Suggesting That
Fairness And Explainability Considerations, Though Secondary To Privacy And
Governance Concerns At Present, Are Likely To Gain Prominence As Genai Adoption
Deepens Across More Consequential Hr Functions Such As Performance Management
And Promotion Decisions.

Table 5: Correlation Between Genai Adoption Index And Strategic Workforce
Management (Swm) Dimensions

S Didoaiaiun Pearson Corvelation | Siguificance Result
®) P-Valne) (Significant)

Wortkforee Planning Accuricy 0.61 <001 Sig
Talent Retention Rate 0.48 =0.01 Sig.
Recsaitiait Cvele Tine 057 <001 SiiE
Reduction

Employee Productivity Index 0352 =0.01 Stz
Decision-Making Agility 0.66 =0.01 Sig:

Figure 5: Correlation betwean GenaAl Adoption Index and
Strategic Workforce Management Dimensions
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Table 5 Displays The Pearson-Correlation-Coefficients Between Composite Genai
Adoption Index And The Five Strategic Workforce Management Dimensions. All
Correlations Are Confident And Statistically Significant At The 1% Level. The
Strongest Association Is Observed With Decision-Making Agility (R = 0.66),
Followed By Workforce Planning Accuracy (R = 0.61), Suggesting That The Strategic
Value Of Genai Is Most Clearly Realised In The Speed And Precision Of Managerial
Decision-Making Rather Than In Workforce Outcomes That Depend On Longer
Causal Chains, Such As Talent Retention (R = 0.48). These Results Empirically
Substantiate The Proposition Advanced By Venugopal Et Al. (2024) And Deloitte
(2025) That Genai's Principal Strategic Contribution Lies In Compressing The Time
Between Data Generation And Actionable Insight, Thereby Enhancing Organisational
Agility, While Outcomes Such As Retention Remain Jointly Determined By A Wider
Set Of Organisational And Market Factors Beyond The Reach Of Analytics Alone.

Table 6: Sector-Wise Comparison Of Generative Ai Adoption Level In Hr (One-

Way Anova) Sector Mean Adoption Score Std. Deviation N
Tvltes 4.02 0.58 58
Mamufacturing 331 0.69 47
Bfsi 378 0.63 41
Services/Othiers 342 0.66 34

Anova Summary: F (3, 176) = 14.62, P < 0.01
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Figure 6: Sector-Wise Comparison Of Generative Ai Adoption Level In Hr
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Table 6 Compares Mean Genai Adoption Scores Across The Four Surveyed
Sectors Using One-Way Anova. The Overall F-Statistic (F = 14.62, P < 0.01) Shows
That Change In Mean Adoption Levels Across Sectors Is Statistically Significant.
It/Ites Organisations Report The Highest Mean Adoption Score (4.02), Significantly
Higher Than Manufacturing (3.31), Which Reports The Lowest. Bfsi Organisations
Occupy An Intermediate Position (3.78), Reflecting The Sector's Relatively Advanced
But Risk-Regulated Approach To Ai Deployment Given The Sensitivity Of Financial-
Sector Compliance Requirements. These Findings Are Consistent With The Broader
Digital-Maturity Gradient Observed Across Indian Industry Sectors And Suggest That
Genai Adoption In Hr Is Likely To Diffuse From Technology-Intensive Sectors
Toward Manufacturing And Traditional Services Over Time, Provided The
Governance Barriers Identified In Table 4 Are Adequately Addressed.

Findings

* Generative Ai Adoption In Hr Is Highest In Learning And Development And
Recruitment Functions, And Comparatively Lower In Performance Management
And Workforce Planning, Indicating That Genai Is Currently Deployed More
For Operational Efficiency Than For High-Stakes Strategic Decisions.

» Reduction In Administrative Workload And Faster Decision Making Remain
Most Commonly Adopted Perceived Benefits Of Genai, While Predictive
Workforce Insights And Strategic Planning Capability Are Recognised By A
Smaller, Though Still Substantial, Proportion Of Respondents.

« Data Discretion And Safety Concerns, Along With A Absence Of Technical
Expertise And The Absence Of A Formal Ai Governance Policy Constitute The
Three Most Significant Barriers To Genai Adoption In Hr Analytics.

* The Genai Adoption Index Is Significantly And Positively Correlated With All
Five Examined Strategic Workforce Management Dimensions, With The
Strongest Association Observed For Decision-Making Agility (R = 0.66) And
The Weakest For Talent Retention (R = 0.48).

» Sector-Wise Anova Confirms Statistically Significant Differences In Genai
Adoption Levels, With It/Ites Organisations Reporting Significantly Higher
Adoption Than Manufacturing Firms, Reflecting Differing Levels Of Digital
Infrastructure Maturity And Risk Appetite.
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Conclusion

This Research Usual Obtainable To Inspect The Extent, Benefits, Barriers, And
Strategic Implications Of Generative Ai Adoption In Hr Analytics Among Indian
Organisations. The Evidence Indicates That Genai Has Moved Decisively Beyond The
Experimental Stage Into Mainstream Use In Transactional Hr Functions Such As
Recruitment And Training, While Its Penetration Into Higher-Stakes Strategic
Functions, Notably Workforce Planning And Performance Management, Remains
Comparatively Modest. Importantly, The Statistically Significant Positive Correlations
Between Genai Adoption And Strategic Workforce Management Outcomes —
Particularly Decision-Making Agility And Workforce Planning Accuracy — Provide
Empirical Support For The Proposition That Genai, When Appropriately Governed,
Can Meaningfully Strengthen An Organisation's Strategic Hr Capability Rather Than
Serving Merely As An Administrative Convenience.

At The Meanwhile, Prominence Of Data Confidentiality, Technical Capability, And
Governance-Related Barriers Suggests That The Strategic Promise Of Genai In Hr
Analytics Will Remain Only Partially Realised Unless Organisations Invest
Concurrently In Data Governance Frameworks, Hr Analytics Upskilling, And Change-
Management Processes That Build Employee Trust. The Sector-Wise Disparities
Observed In This Study Further Imply That A Uniform Genai Adoption Strategy Is
Unlikely To Succeed; Rather, Organisations Should Calibrate Their Implementation
Roadmaps To Sector-Specific Regulatory Constraints And Digital Readiness. For Hr
Practitioners, The Findings Underscore The Importance Of Moving Beyond Isolated
Tool Adoption Toward An Integrated Genai Governance Architecture —
Encompassing Data Protection Protocols, Algorithmic Transparency, And Continuous
Capability-Building — As A Precondition For Translating Genai's Operational
Efficiencies Into Durable Strategic Workforce Management Advantage. Future
Research Employing Longitudinal Designs And Probability Sampling Crossways A
Wider Variety Of Businesses And Organisational Sizes Would Further Strengthen The
Generalisability Of These Conclusions.
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