
International Journal of Economic Practices and Theories (IJEPT) 

ISSN: 2247-7225 

Volume 2025, Issue 1 
 

https://ijapt.org                                    858 
 

The Impact of Artificial Intelligence in Human Resource Management on 

Employee Performance Within Bangalore's Software Companies 

1Dr Jagadish S Biradar, 2Dr Gururaj B Urs, 3Dr N Chithra, 4Dr Kiran Kumar Thoti, Ms. Jonitha Anand 

1Asst Professor, Department of Tourism and Hotel Management Central University of Karnataka, Karnataka, 

India, Email: jagadishbiradar@cuk.ac.in 

2Director & Professor, Nitte School of Management, Govindapura, Yelahanka, Bengaluru, Email: 

gururaj@nsom.ac.in 

3Assistant Professor, SRM Institute of Science & Technology, Ramapuram Part, Vadapalani Campus Chennai, 

India, Email: chithran@srmist.edu.in , ORCID; 0009-0009-1487-823X 

4Professor & Dean, Commerce & Management Studies, Vidya Vikas Education Trust, Mysore, Karnataka, 

Email: kirankumar.thoti@vidyavikas.edu.in, ORCID: 0000-0002-6678-9425 

5PhD Student, Faculty of Data Science and Computing, Universiti Malaysia Kelantan, PC Campus, Kota Bharu, 

Malaysia, Email: k22e001f@siswa.umk.edu.my 

ABSTRACT 

The swift integration of artificial intelligence (AI) is revolutionizing human resource management methodologies, 

especially in the software sector. This study examines the impact of artificial intelligence tools, AI training models, 

and AI-enhanced human resource functions on employee happiness inside software firms. A structured 

questionnaire was employed to gather data from professionals in the software business, and the proposed 

conceptual model was evaluated using Partial Least Squares Structural Equation Modeling (PLS-SEM). The 

measuring model exhibited robust internal consistency and convergent validity, with all constructs surpassing the 

necessary reliability and validity benchmarks. The structural model findings indicate that artificial intelligence 

tools, AI training models, and AI-enhanced HR operations exert a positive and statistically significant influence 

on employee satisfaction. Among these criteria, AI training models emerged as the most significant predictor, 

underscoring the essential significance of ongoing skill improvement in promoting favorable employee attitudes 

toward AI adoption. The results indicate that successful AI deployment in the software sector necessitates a 

harmonious amalgamation of cutting-edge technologies, workforce training, and digitally facilitated human 

resource practices. This study adds to the expanding literature on AI-driven HR transformation and provides 

significant managerial insights for firms aiming to improve employee happiness via strategic AI implementation. 

Keywords: Artificial Intelligence; AI Training Models; Human Resource Functions; Employee Satisfaction; 

Software Industry 

1. Introduction 

The advent of Artificial Intelligence has profoundly reshaped traditional Human Resource functions, transforming 

them from administrative roles into strategic business partnerships, particularly within the dynamic IT industry 

(Devindrappa, 2025). This transformation is driven by the potential of AI to enhance efficiency, streamline 

processes, and facilitate data-driven decision-making in various HR domains (Lahoti, 2023). Specifically, AI is 

increasingly being leveraged across the entire employee lifecycle, from recruitment and performance evaluations 

to compensation and retention strategies, thereby revolutionizing HR operations (Durairaj & Vetrivel, 2024; 

Pandita, 2024). The integration of AI in HRM is particularly significant for minimizing attrition rates within the 

IT industry, as it offers sophisticated tools like predictive analytics and machine learning algorithms to identify 

and address factors contributing to employee turnover (Jude & Vinayagam, 2024). This is crucial for organizations 

operating in competitive environments, as retaining top talent is paramount for sustained success (Behera, 2025; 

Chukwuka & Dibie, 2024). Moreover, AI-powered systems can provide personalized learning platforms and talent 

management solutions, further boosting employee satisfaction and engagement (Jude & Vinayagam, 2024). The 

burgeoning integration of AI in human resource management necessitates a comprehensive understanding of its 

multifaceted impact on employee performance within specific geographical and industrial contexts, such as 
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Bangalore's thriving software sector (-, 2024; Zafar, 2023). This study aims to bridge that gap by thoroughly 

investigating how AI-driven HRM practices influence employee performance within software companies in 

Bangalore, a prominent global IT hub. This research specifically examines employee perceptions of AI-driven 

performance management systems and their influence on job satisfaction, motivation, and overall organizational 

outcomes within this context, addressing a critical gap in existing literature regarding employee responses to AI 

integration (Nath et al., 2025). This investigation further seeks to identify specific AI applications within HRM 

that correlate with enhanced employee performance metrics and improved retention rates (Durairaj & Vetrivel, 

2024). The study will also delve into the challenges and opportunities presented by AI in HRM, aiming to provide 

actionable recommendations for optimal AI deployment in human resource functions (Fenwick et al., 2024). It 

aims to evaluate the potential outcomes of adopting AI in HRM, including accuracy, automation, computing 

power, real-time experience, and personalization, and how these outcomes influence each other (Nawaz et al., 

2024). Furthermore, it will explore how these AI-driven transformations in HR practices contribute to improved 

employee evaluation accuracy, objectivity, and overall organizational resilience (Durairaj & Vetrivel, 2024; Jude 

& Vinayagam, 2024). Addressing this research gap will contribute significantly to the evolving discourse on 

responsible AI adoption in HRM by examining the perceptions of employees regarding AI implementation and its 

impact on various HR functions (Lahoti, 2023). This empirical investigation will therefore analyze the intricate 

interplay between AI technologies and human capital, specifically focusing on how AI-driven tools in performance 

evaluation influence employee retention within the IT sector (Durairaj & Vetrivel, 2024). This study aims to 

provide empirical evidence and a nuanced understanding of how AI-driven sustainable HRM practices impact 

employee well-being and performance, thereby closing a critical gap in current academic literature (Jia & Hou, 

2024). This approach not only refines theoretical understanding but also equips organizations with strategies for 

aligning their HR practices with global sustainability objectives (Jia & Hou, 2024). While AI in HRM offers 

substantial benefits, its nascent stage of adoption necessitates further research into its broader implications, 

particularly concerning algorithmic bias, ethical considerations, and its integration into wider HR ecosystems 

(Cahyani & Musslifah, 2025; Singh & Pandey, 2024). Future studies should aim to incorporate a broader range of 

empirical evidence from HR practitioners, moving beyond conceptual papers to validate the practical applications 

of AI in HRM (Rusdi et al., 2024). Further investigations are needed to explore the influence of AI on HR decision-

making across the entire HR lifecycle, from recruitment to retention, and its efficacy in enhancing productivity, 

accuracy, and equity in these crucial domains (Madanchian, 2024). This research contributes to the academic 

discourse by mapping the current state of AI applications in HRM, identifying gaps and proposing directions for 

future research, emphasising the need for ethical frameworks and the strategic integration of AI to enhance HR 

practises (Benabou & Touhami, 2025). This includes examining the efficacy of AI in performance evaluation, 

which has the potential to accurately identify employee potential and facilitate targeted development programs 

(Djunaedi, 2024). Furthermore, empirical studies are essential to validate and refine the conceptual frameworks 

proposed for AI's role in strategic HRM adoption, through case studies or longitudinal research across diverse 

organizational contexts (Fenwick et al., 2024). Such research is crucial for understanding the measurable effects 

and long-term consequences of AI adoption in HRM, including its social and ethical implications, such as 

algorithmic bias and decision-making opacity (Wójcik, 2025). Hence, future research could adopt a more 

comprehensive approach by incorporating the three pillars of sustainability—economic, environmental, and 

social—to categorize HRM practices and assess their impact on both employee and organizational outcomes (Jia 

& Hou, 2024). This holistic perspective would enable a more nuanced understanding of how AI can foster 

sustainable HR practices that benefit both individuals and the wider organization (Reddy et al., 2024). This 

includes evaluating the impact of AI on critical aspects like employee engagement, retention, growth, 

compensation, and recognition, which remain under-researched areas (Kaur & Gandolfi, 2023). Moreover, it is 

imperative to investigate the organizational change aspects concomitant with AI implementation, as identifying 

potential challenges is crucial for successful integration according to organizational change theory (Venugopal et 

al., 2024). This further necessitates an examination of the theoretical underpinning of change management to 

ensure a smooth transition and adoption of AI-driven HR solutions within organizations. Such explorations will 

also need to consider the ethical implications of AI in HRM, including algorithmic bias and data privacy concerns, 

which are crucial for responsible deployment (Lahoti, 2023; Rusdi et al., 2024). This also involves addressing 

industry-specific challenges in establishing robust governance frameworks for the ethical and responsible use of 
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AI in HRM (Rusdi et al., 2024). Future research should also delve into developing more effective AI training and 

development programs, creating personalized and flexible learning experiences, and fostering improved AI-

human collaboration models to ensure optimal integration and utilization of AI in HRM (Shouran & Ali, 2024). 

Furthermore, examining how organizational structures can adapt to remain competitive and sustainable in 

response to the use of AI in HRM activities, drawing on contingency theory, is a vital area for future inquiry (Dima 

et al., 2024). Additionally, exploring the influence of external factors, such as unions and non-governmental 

organizations, on the adoption and impact of AI in HR could provide valuable insights into its broader societal 

implications (Dima et al., 2024; Suneetha et al., 2024). Moreover, research should investigate how individuals 

creating AI in HR develop and adhere to professional and ethical norms, particularly concerning potential 

discriminatory practices in AI recruitment and selection methods (Suneetha et al., 2024). The long-term effects of 

AI on the psychological contract between employees and organizations also warrant further investigation, 

particularly concerning perceived fairness and trust (Dima et al., 2024). Future research should also delve into the 

implications of AI on organizational culture, exploring how the increasing integration of AI tools influences 

workplace dynamics, collaboration patterns, and the very essence of human interaction within professional 

settings. This includes exploring how organizations can adapt their structures, cultures, and power distributions to 

accommodate AI integration, given that AI can significantly impact business models (Dima et al., 2024). 

Moreover, scholars should explore the optimal balance in delegating tasks and decision-making between humans 

and AI technologies, aiming for an effective human-AI interplay in the workplace (Lee et al., 2024). This 

necessitates developing ethical AI frameworks to ensure AI systems are designed and utilized responsibly, 

prioritizing fairness and minimizing bias (“Cultivating Success: A Practical Exploration of Applying Artificial 

Intelligence in Human Resources Management,” 2024). Additionally, ongoing research should focus on the 

development of comprehensive ethical frameworks that remain agile in the face of rapid technological 

advancements and are attuned to the distinct intricacies inherent in various HRM scenarios (Du, 2024). Future 

studies should also investigate the specific challenges that AI in HR presents for large organizations versus small 

and medium-sized enterprises, given their distinct operational contexts and resource availability (Dima et al., 

2024). Longitudinal studies tracking the long-term impacts of AI on organizational culture, employee satisfaction, 

and HRM outcomes are also critically needed (Cahyani & Musslifah, 2025). Additionally, future research should 

explore the efficacy of incorporating pluralism into HR practices to safeguard workers from potential exploitation 

and discrimination by AI, recognizing the importance of independent worker representation (Suneetha et al., 

2024). Further research is also warranted to investigate the role of cultural contexts in the selection and 

implementation of digital technologies within HRM, acknowledging that digital strategy itself shapes and is 

shaped by organizational culture (Singh & Pandey, 2024). Moreover, comparative research between firms 

developing AI applications internally and those adopting off-the-shelf solutions, with or without customization, 

could illuminate differential employee experiences and organizational outcomes (Malik et al., 2023). Such studies 

would also contribute to understanding whether human resource management is a proactive driver of AI diffusion 

or is influenced by other functional areas, thereby risking de-skilling or losing influence on organizational 

development (Böhmer & Schinnenburg, 2023). Furthermore, the field would benefit from examining the 

intersection of AI with human resource development programs, especially regarding ethical considerations and 

the enhancement of social sustainability within supply chains (Bag & Wood, 2022). Additionally, research should 

focus on the need for new legislation to address the challenges posed by AI in human resources and people 

management, acknowledging that ethical HR groups would likely support such measures (Suneetha et al., 2024). 

Developing novel research methodologies and tools will further facilitate an in-depth analysis of the complex 

dependencies and effects of AI implementation, considering its multidisciplinary nature (Wójcik, 2024).  

2. Literature Review 

The integration of artificial intelligence into human resource management is a transformative technological trend 

that reflects a broader shift toward sustainable, human-centric approaches in organizational practices (Jia & Hou, 

2024). This evolution is driven by the potential of AI to streamline HR processes, enhance decision-making, and 

contribute to long-term organizational success while prioritizing employee well-being and broader societal goals 

(Ehnert, 2009; Mahade et al., 2025). This aligns with the principles of Industry 5.0, emphasizing human-machine 

collaboration to augment human potential rather than merely automating tasks (Jia & Hou, 2024). This shift 
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underscores a critical re-evaluation of traditional HR paradigms, paving the way for AI to address complex 

business problems and drive innovation in a manner that aligns with sustainable development goals (Jia & Hou, 

2024). The burgeoning field of AI in HRM, while promising, also presents significant challenges, including ethical 

considerations, data privacy, and the potential for algorithmic bias, which require careful navigation to ensure 

equitable and responsible deployment (Afzal et al., 2023; Dima et al., 2024). The integration of AI into HRM 

necessitates a comprehensive understanding of both its transformative potential and inherent risks to foster 

sustainable and ethically sound HR practices (Benabou & Touhami, 2025; Lutfi & Mohammadi, 2025). This 

necessitates the development of robust ethical frameworks and governance structures to guide AI implementation, 

ensuring transparency and fairness in all HR functions (Bhivgade, 2025). Indeed, AI's capability to process 

extensive datasets and generate valuable insights positions it as a pivotal element in the industry 5.0 revolution, 

profoundly reshaping traditional HR paradigms (Jia & Hou, 2024). This technological integration is further 

revolutionizing HRM practices by enabling organizations to optimize processes, enhance decision-making, and 

personalize employee experiences through AI and machine learning (Nurimansjah, 2023). This includes 

leveraging AI for tactical human resource information systems to identify and address shortcomings, thereby 

driving innovation in the field (Nurimansjah, 2023). Such advanced analytical capabilities, particularly through 

personalized HRM, significantly contribute to both individual employee satisfaction and overall organizational 

performance (Nurimansjah, 2023). Consequently, the strategic integration of AI in HRM not only improves 

efficiency but also fosters a more adaptive and resilient workforce, capable of navigating the complexities of 

modern industrial landscapes (Fenwick et al., 2024). As AI continues to advance, its role in shaping the future of 

work and business performance will become even more significant, impacting efficiency, productivity, and 

performance across various domains (JOSHI, 2023). Artificial intelligence is poised to revolutionize the global 

economy, with projections estimating its contribution to be around $15.7 trillion by 2030, fundamentally 

transforming human resource management by automating processes, improving efficiency, and reshaping 

organizational dynamics (Fenwick et al., 2024; Zawada, 2024). However, these advancements also introduce new 

challenges, such as the need to address ethical considerations, data privacy, and potential biases inherent in AI 

algorithms (Du, 2024; Venugopal et al., 2024). These complex considerations necessitate a thorough examination 

of AI's broader implications on societal structures and labor markets, particularly within the dynamic landscape 

of Bangalore's software industry. The profound impact of AI on the global economy, with an estimated $13 trillion 

influence, underscores its pervasive reach across all corporate functions, including human resources (Goswami et 

al., 2023). The rapid adoption of AI-driven systems is an imperative for organizations navigating the data-driven 

economy of Industry 5.0, extending its transformative effects to every level, including Human Resource 

Management (JOSHI, 2023).  

3. Objectives:  

This paper aims to investigate the impact of Artificial Intelligence on Human Resource Management practices 

within software companies in Bangalore, focusing on how AI influences employee performance and overall 

organizational efficiency. Specifically, it seeks to analyse how AI-driven tools are being adopted in recruitment, 

talent management, employee engagement, and performance evaluation, while also exploring the perceived 

benefits and challenges associated with these integrations (Venu, 2024; Vishwanath, 2023). Furthermore, it will 

identify prevailing trends, patterns, and best practices in the integration of AI and machine learning in various 

HRM processes, such as recruitment, training, performance management, and employee retention, leveraging 

existing literature and case studies (Basnet, 2024). This comprehensive analysis will also consider the ethical and 

regulatory considerations surrounding AI in HR, proposing potential directions for future research in this evolving 

field (Suneetha et al., 2024).  

Models of AI in HR: One prominent model involves leveraging AI for predictive analytics in talent acquisition, 

where machine learning algorithms analyse vast datasets to identify ideal candidate profiles and forecast job 

performance (Vishwanath, 2023). Another significant application is in performance management, where AI-

powered tools can offer real-time feedback and personalized development plans, fostering continuous 

improvement and engagement (Ganatra & Pandya, 2023). AI can further enhance HR functions by streamlining 

repetitive tasks, optimizing talent acquisition, curbing employee turnover, and elevating engagement levels, a 
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departure from traditional HR that historically lagged in digital transformation (Vishwanath, 2023). Conversely, 

AI-powered chatbots and virtual assistants enhance employee satisfaction by providing instantaneous access to 

information and support, thereby freeing HR professionals to focus on more strategic initiatives (Lahoti, 2023). 

This transformation encompasses the automation of routine tasks and the provision of hyper-personalized 

employee experiences, which are crucial for enhancing commitment and productivity within the workforce (Malik 

et al., 2020; Sundari et al., 2024).  

4. Variables:  

The independent variables for this study include the adoption rates of AI-driven tools in various HR functions, the 

type of AI technologies implemented (e.g., machine learning, natural language processing), and the level of 

investment in AI training for HR professionals. Conversely, dependent variables encompass employee 

performance metrics, organizational efficiency indicators, and employee satisfaction levels, thereby facilitating a 

holistic assessment of AI's influence (Manoharan, 2024; Venu, 2024).  

5. Research Framework: 

 

Figure 1: Conceptual framework on the Impact of AI adoption in HR Function 

Clarification of the Conceptual Framework: The conceptual framework delineates the organized relationship 

between the integration of Artificial Intelligence (AI) in Human Resource (HR) tasks and its resultant effects on 

employee and organizational outcomes. The approach incorporates technology, human capital, and organizational 

aspects to deliver a comprehensive evaluation of AI's impact on HR systems.  

Autonomous Variables: The framework delineates three principal independent variables that jointly signify the 

degree and sophistication of AI integration in HR operations. 

Adoption Rate of Artificial Intelligence in Human Resources Functions: This variable indicates the extent of 

integration of AI-driven solutions in fundamental HR functions, including recruitment, training and development, 

performance management, payroll administration, and employee engagement. An increased adoption rate signifies 

a heightened dependence on AI-driven technologies for automating standard HR functions, augmenting analytical 

proficiency, and refining decision-making precision. The anticipated rise in AI usage is projected to alleviate 

administrative costs, enhance process consistency, and allow HR professionals to concentrate on strategic 

objectives. 

Categories of Implemented AI Technologies: The second independent variable reflects the nature and complexity 

of AI technology utilized in HR operations. This encompasses machine learning algorithms for predictive 
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analytics, natural language processing for resume evaluation and employee feedback analysis, and chatbots for 

employee engagement and assistance. The efficacy of AI adoption is determined not only by its existence but also 

by the appropriateness and sophistication of the technology utilized. Advanced AI solutions facilitate enhanced 

insights, tailored employee experiences, and improved HR forecasting accuracy. 

Investment in Artificial Intelligence Training for Human Resources Professionals: This variable signifies the 

organization's dedication to cultivating AI-related skills among HR workers. Investment in AI training improves 

digital literacy, develops analytical skills, and promotes adaptability within the HR staff. Comprehensive training 

enables HR professionals to accurately evaluate AI-generated insights, connect technology with business goals, 

and alleviate opposition to technological change. 

Mediating Variable: Effectiveness of AI-Enabled Human Resources: AI-driven HR effectiveness serves as a 

mediating factor connecting AI adoption characteristics to organizational results. It indicates the degree to which 

AI enhances the automation of HR processes, data-informed decision-making, precision, and responsiveness. 

When AI tools are effectively implemented, bolstered by sophisticated technology, and enhanced through training, 

HR services become more flexible, dependable, and strategically oriented. This improved efficacy acts as the 

channel through which AI adoption results in quantifiable performance and satisfaction outcomes. 

Dependent Variables: The framework delineates three interconnected dependent variables that signify the 

consequences of AI-enhanced HR efficacy. 

Employee Performance Indicators: Enhanced HR efficacy fosters superior employee performance, assessed via 

productivity, skill enhancement, and goal attainment. AI-driven performance management systems offer 

instantaneous feedback, tailored learning trajectories, and impartial assessment frameworks, facilitating enhanced 

employee performance and alignment with company objectives. 

Indicators of Organizational Efficiency: At the corporate level, AI-driven HR practices enhance efficiency by 

optimizing expenditures, expediting HR processes, and improving resource allocation. The automation of 

repetitive processes, enhanced workforce planning, and predictive analytics collectively facilitate streamlined 

operations and optimize strategic resource allocation. 

Employee Satisfaction Metrics: The ultimate outcome variable encapsulates the human aspect of AI adoption. 

Effective AI integration augments employee satisfaction by enhancing engagement, job satisfaction, and retention 

intent. Transparent HR procedures, prompt replies, and tailored employee experiences promote trust and 

favourable opinions of organizational systems, ultimately enhancing employee loyalty. 

Comprehensive Framework Logic: The paradigm suggests a sequential and causal relationship whereby the 

adoption of AI in HR, bolstered by suitable technology and training, improves HR effectiveness, subsequently 

enhancing employee performance, organizational efficiency, and employee happiness. The framework offers a 

holistic paradigm for assessing the strategic function of AI in contemporary HR management by incorporating 

technological, human, and organizational viewpoints. 

6. Methodology 

This section outlines the research design, data collection methods, and analytical approaches employed to 

investigate these variables, ensuring a robust and reliable examination of AI's impact on HR practices in 

Bangalore's software industry. A structured questionnaire will be distributed to HR professionals and employees 

within selected software companies to gather quantitative data regarding their experiences and perceptions of AI 

integration in HRM (Venu, 2024). The survey instrument will incorporate scales to measure perceived efficiency 

gains, alterations in job satisfaction, and shifts in employee productivity, among other relevant constructs 

(Elbadawi, 2024; Venu, 2024).  

7. Data Analysis 

The sample size was 608, the target group of the employee working in the Software Industries located in the 

Bangalore and the employees in the range of HR executives, Software executives, HR managers, Team Leaders, 
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Project Leaders from the Tier 2 & 3 companies located in electronic city, Whitefield and Manyata Tech park from 

Bangalore location.  

Interpretation of Reliability and Convergent Validity 

The measurement model was evaluated using internal consistency reliability and convergent validity indicators, 

including Cronbach’s Alpha, rho_A, Composite Reliability (CR), and Average Variance Extracted (AVE). The 

results demonstrate that all constructs in the study meet and exceed the recommended threshold values, confirming 

the robustness of the measurement model. 

Internal Consistency Reliability: Cronbach’s Alpha values for all constructs are well above the recommended 

minimum threshold of 0.70, indicating strong internal consistency among the measurement items. Specifically, 

Artificial Intelligence (α = 0.942), AI Trainings (α = 0.954), Employee Satisfaction (α = 0.957), and HR Functions 

(α = 0.902) exhibit excellent reliability. Similarly, rho_A values for all constructs exceed 0.95, further confirming 

the stability and consistency of the measurement scales. Composite Reliability values also surpass the 

recommended cutoff of 0.70, ranging from 0.937 to 0.969. These high CR values indicate that the constructs 

reliably capture their respective latent variables and that the indicators consistently represent the underlying 

theoretical concepts. 

Convergent Validity: Convergent validity was assessed using the Average Variance Extracted (AVE). All 

constructs demonstrate AVE values significantly higher than the recommended threshold of 0.50, with values 

ranging from 0.832 to 0.887. This indicates that each construct explains more than 83% of the variance in its 

respective indicators, confirming a high level of convergent validity. 

Final Interpretation: The findings confirm that the measurement instruments used to assess Artificial 

Intelligence, AI Trainings, HR Functions, and Employee Satisfaction are both reliable and valid. The high 

reliability and strong convergent validity ensure that the constructs are measured accurately and consistently, 

providing a solid foundation for subsequent structural model analysis and hypothesis testing. 

Hence, the results of the measurement model assessment indicate excellent internal consistency reliability and 

strong convergent validity for all constructs, thereby confirming the adequacy of the measurement model for 

further structural analysis. 

Hypothesis Testing: Artificial intelligence Trainings Models, Artificial Intelligence tools and Artificial 

Intelligence Human Resource Functions help the Employee satisfaction among the employee working in the 

software Industries 
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Table 1: Relation between Independent & Dependent Variables:  

 Original 

Sample 

(O) 

Sample 

Mean (M) 

Standard 

Deviation 

(STDEV) 

T Statistics 

(|O/STDEV|) 

P Values 

AI -> Employee Satisfaction 0.174 0.171 0.042 4.132 0.000 

AI Trainings -> Employee 

Satisfaction 

0.427 0.429 0.042 10.075 0.000 

HR Function -> Employee 

Satisfaction 

0.204 0.203 0.032 6.272 0.000 

 

Interpretation:  The present study examined the influence of artificial intelligence tools, artificial intelligence 

training models, and AI-enabled human resource functions on employee satisfaction among employees working 

in the software industry. The hypotheses were tested using structural model analysis, and the results indicate 

statistically significant relationships between all proposed constructs and employee satisfaction. 

Effect of Artificial Intelligence Tools on Employee Satisfaction: The path coefficient between artificial 

intelligence tools and employee satisfaction is positive and statistically significant (β = 0.174, t = 4.132, p < 0.001). 

This result suggests that the adoption and use of AI tools in organizational processes contribute positively to 

employee satisfaction. AI tools enhance efficiency, reduce repetitive workloads, and improve access to 

information, thereby enabling employees to perform their roles more effectively. Although the magnitude of the 

effect is moderate, the findings confirm that AI tools play a meaningful role in shaping positive employee 

perceptions in software organizations. 

Effect of Artificial Intelligence Training Models on Employee Satisfaction: The relationship between artificial 

intelligence training models and employee satisfaction demonstrates the strongest effect among the tested 

variables (β = 0.427, t = 10.075, p < 0.001). This indicates that AI-focused training and skill development 

initiatives significantly enhance employee satisfaction levels. Training programs improve employees’ confidence 

in using AI systems, reduce technology-related anxiety, and support career growth and employability in a 

technology-driven work environment. The results underscore the critical importance of continuous AI upskilling 

in fostering a motivated, engaged, and satisfied workforce within the software industry. 

Effect of AI-Enabled Human Resource Functions on Employee Satisfaction: The path coefficient between AI-

enabled HR functions and employee satisfaction is also positive and statistically significant (β = 0.204, t = 6.272, 

p < 0.001). This finding indicates that the integration of AI into HR functions—such as recruitment, performance 

management, training, and employee engagement—enhances employee satisfaction. AI-driven HR systems 

improve transparency, fairness, and responsiveness in HR processes, leading to improved employee experiences 

and higher satisfaction levels. 

Overall Interpretation: All three hypotheses are supported, confirming that artificial intelligence tools, AI training 

models, and AI-enabled HR functions significantly influence employee satisfaction among software industry 

employees. Among these factors, AI training models exert the strongest impact, highlighting the pivotal role of 

human capital development in the successful adoption of AI technologies. The findings suggest that organizations 

seeking to improve employee satisfaction should not only invest in AI technologies but also prioritize structured 

training programs and the strategic integration of AI within HR functions. 

Suggested Reporting Statement: The results of the structural model analysis indicate that artificial intelligence 

tools, AI training models, and AI-enabled HR functions have a significant and positive impact on employee 

satisfaction in the software industry, with AI training models demonstrating the strongest effect. 

8. Results 
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The purpose of this research was to analyze how software industry employee happiness was affected by AI-

enabled HR functions, AI-based training models, and AI-powered tools. To further guarantee the findings' 

robustness, the study further evaluated the measurement model's validity and reliability. The results show how 

important AI adoption is for employee-related outcomes and give solid empirical evidence for the suggested 

theoretical paradigm. 

Assessment Framework Deliberation: All constructs show great internal consistency and validity, according to 

the results of the reliability and convergent validity analysis. Consistently high values for Cronbach's Alpha, 

rho_A, and Composite Reliability indicate that the measurement items accurately assess the core concepts of AI, 

AI training models, HR functions, and employee happiness. The high AVE values also show excellent convergent 

validity, which means the constructs describe a large percentage of the variation in their indicators. You can trust 

the subsequent interpretation of the structural relationships because these findings support the study's 

methodological rigor. 

Effects of AI Tools on Contentment in the Workplace: A favourable and statistically significant correlation 

between AI tools and employee happiness has been found. It appears that the software business is making good 

use of AI-driven solutions, which are great for employees since they make their jobs easier, increase operational 

efficiency, and solve problems faster. Despite a modest effect size, the relationship's significance suggests that, 

when used correctly, AI tools significantly boost employee happiness. This finding is in line with previous 

research that has shown how technology can help knowledge workers become more efficient and less stressed out 

on the job. 

Effects of AI Training Models on Contentment Levels in the Workplace: The impact of AI training models on 

employee satisfaction is the most pronounced among the evaluated predictors. In fields that rely heavily on 

technology, this discovery highlights the significance of ongoing education and training. AI training programs 

boost employees' self-assurance, flexibility, and impressions of their own employability, which in turn encourages 

them to support company goals. When accompanied by sufficient training and organizational learning processes, 

the findings indicate that workers perceive AI as a chance rather than a danger. Both the human capital theory and 

the ability-motivation-opportunity (AMO) theory support the idea that employees are more motivated and 

satisfied when they have opportunities to improve their skills. 

Artificial Intelligence-Enabled HR Operations Affect Workers' Contentment: Employee happiness is positively 

correlated with AI-enabled HR functions, according to the data. Recruiting, performance reviews, training, and 

employee engagement are all areas that can benefit from AI-driven HR procedures that are more open, consistent, 

and fair. Employees have a more favorable impression of the company and its systems when HR departments are 

more responsive and use data to make decisions. This discovery emphasizes the strategic importance of HR 

digitization in software companies for establishing a welcoming and employee-focused workplace. 

 

The findings show that there are technological and human-centered ways in which the software industry's use of 

AI affects employee satisfaction. While AI-powered HR features and tools boost productivity and customer 

happiness, AI-powered training models are crucial for winning over staff members. Organizations should integrate 

modern technologies with comprehensive training programs and strategically aligned HR practices to adopt a 

balanced approach to AI implementation, according to the research. This research adds to what is already known 

about artificial intelligence (AI) and human resource management (HRM) by providing hard evidence that AI 

training and HR activities can boost employee happiness. By showing that human capital development 

compliments technological investments, it adds to technology acceptability, the resource-based view, and AMO-

based frameworks by maximizing the benefits of AI. The findings highlight the need of investing in AI technology, 

as well as in staff upskilling and AI-enabled HR systems, from a managerial standpoint. To boost employee 

happiness, engagement, and retention, software company managers should implement AI-driven HR solutions 

and make organized AI training programs a top priority. This conversation focuses on how the software sector 

may successfully implement AI by integrating technology, training, and HR practices in a way that boosts 

employee satisfaction. 

9. Discussion 
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The integration of quantitative and qualitative data will facilitate a comprehensive understanding of how AI-driven 

tools are reshaping HR practices and employee experiences within Bangalore's software sector (Agustono et al., 

2023; Zafar, 2023). This triangulation of findings will enhance the validity and dependability of the study's 

conclusions, offering a robust framework for understanding the complex interplay between AI, HR, and employee 

well-being in a dynamic technological environment (Valeriya et al., 2024). This approach is particularly valuable 

for examining how AI influences various facets of employee well-being, including mental health and job security, 

in rapidly evolving technological landscapes (Kaaria, 2024). The positivist research philosophy underpins this 

investigation, employing a descriptive research design to generate and analyze collected data (Abasaheb & 

Subashini, 2023). This approach is especially favored in projects involving the development of new instruments, 

as it allows researchers to design the instrument based on qualitative data and later validate it through quantitative 

analysis (Kaaria, 2024). This methodology aligns with studies examining the impact of AI on employee well-

being, where a combination of quantitative surveys and qualitative interviews is used to understand the intricate 

relationships between AI-enabled HR practices, employee engagement, and well-being (Gayathiri & Prabu, 2025; 

Sadeghi, 2024).  

10. Conclusion 

This comprehensive approach ensures that both the statistical significance of AI's impact and the nuanced human 

experiences are adequately captured, providing a holistic perspective on AI integration in HR (Zafar, 2023). This 

investigation also considers the ethical and legal implications of AI-HRM systems, particularly concerning 

employee rights, drawing on comparative perspectives from various global regions to identify challenges and 

formulate effective regulatory responses (Pandey & Parashar, 2025). Specifically, the study aims to explore how 

AI-enabled HR platforms contribute to personalized employee experiences, offering tailored training 

recommendations, immediate feedback, and targeted career development opportunities to foster a greater sense of 

ownership and commitment (Sundari et al., 2024). Such systems are designed not merely to offer a selection of 

benefits but to intelligently curate advantages for employees, leveraging AI-based expert systems to mimic the 

decision-making processes of seasoned employee benefits specialists (Singh & Shaurya, 2021). Furthermore, AI 

integration in human resource management can significantly increase operational efficiency by reducing 

administrative burdens, allowing HR professionals to focus on more strategic initiatives like personalized well-

being programs and flexible work arrangements (Zafar, 2023). However, the benefits of AI in HRM must be 

weighed against potential concerns such as job insecurity, surveillance, and fairness, which necessitate transparent 

governance and human oversight (Anjumanwarshaik et al., 2025; Sadeghi, 2024). Effective implementation 

requires a balanced approach that prioritizes employee well-being, fosters human-AI collaboration, and ensures 

ethical practices alongside technological advancement (Sadeghi, 2024). This balanced approach is critical for 

maximizing positive outcomes and minimizing negative effects associated with AI adoption in HR, thereby 

fostering job satisfaction and reducing employee stress (Sadeghi, 2024; Zafar, 2023). Organizations must therefore 

adopt a thoughtful approach to AI integration, ensuring transparency, maintaining human oversight, and 

addressing employee concerns regarding data privacy and job displacement (Sadeghi, 2024). Moreover, 

establishing ethical frameworks and robust governance mechanisms is paramount to manage risks associated with 

data privacy, algorithmic biases, and workforce transitions, thereby ensuring sustainable and inclusive HR 

practices (Bildirici et al., 2025).  
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