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Abstract—The most common application of Als-based
workforce analytics is in the Indian IT sector with its high
turnover and qualified personnel being transferred to other
companies to establish the environment where the employees
can remain, communicate, and feel satisfied. The primary aim
of the study is to find out how Artificial Intelligence affects
employee retention, employee productivity, and organizational
culture of the Indian IT industry. The primary data were
gathered through 150 HR employees of the market leaders in
the IT industry in Hyderabad and a structured questionnaire
was created according to the five-point Likert scale. The
application of SPSS was based on the analysis of descriptive
statistics, reliability tests as Cronbachs Alpha = 0.87 and
multiple regression tests. The results indicated that the retention
rate of employees was highly predicted by the Al combination
as 0.642, p < 0.01 and therefore the first hypothesis was
justifiable. The frequency comparisons also brought about the
fact that 61 percent of the HR that Al had helped in predictive
retention modelling, but only 52 percent of them had been
concerned about the privacy and fairness issue.The high
retention rates of 23-27 percent had been reported on high-tech
Al supported analytical systems in companies with high Al
activity compared to low and no Al activity in the company.

Keywords—  Artificial Intelligence, Human Resource,
Information Technology (1T), Hyderabad, Workforce, Al Tools

I. INTRODUCTION

Artificial Intelligence has turned out to be among the most
relevant considerations in transforming the business
environment that defines the tools by which the organizations
can manage their workforce, processes and productivity. This
has turned into a dire case in India. Trying to estimate the
market volume of Al in India, a by-added report by [1] and
the [2] mentions that the market will expand to USD 17
billion within the year 2027 and the growth rate will be 25
and 35 percent during the period of 2024-2027 [3]. The
biggest part of this spur consists of the now including Al in
their HR decision making businesses. Areas of application in
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the future that will become even more userable in HR
decision making- move will eventually result in non-static
workforce include workforce analytics, predictive attrition
modelling and talent management [4].

Besides that, the integration of digitally astute workforce,
the policy structures that have led to the digital
transformation, and the attitude of the enterprises to use
technologies have also hastened the latter [5]. Similar to how
it occurs in general transformation, Indian IT industry, a
global hub of technology services and convenient pool of
talent, is undergoing a change in the behaviour of the
employees who are handling it as an extension of the rental
behaviour [6]. Al-based workforce analytics in terms of
machine learning and predictive algorithms used to process
HR data have become more relevant as a meaning and
turnover reduction tool [7]. According to the studies,
companies will be able to learn about employees who are
likely to leave work under such analytics models and
therefore, take timely measures.

A Research Objectives

1. To investigate how Al-based workforce analytics
are implemented in Hyderabad and how mature IT
companies in India are and how the HR employees
view that it is effective in retention.

2. To examine how the application of Al-based
workforce analytics is related to the employee
retention (turnover intention and perceived attrition
rates) to the Hyderabad IT companies.

3. Toidentify the implications of Al-based analytics to
retention  through  establishing  important
organizational, ethical, and policy (data governance,
transparency, managerial use) moderators.
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The scholarly materials concerning Al HR analytics in frameworks | 75 global ethics had
India are relatively small and fragmented as the practitioners for Al'in organizations. 15% higher
are only starting to be more attentive to the problem. The HRM. retention.
former research has given conflicting empirical evidence: [16] | Toexplore | Questionnaire- | Predictive
some researchers have claimed that retention positively impact of based study analytics
affects it and some researchers have stated that the effect is predictive (n=180). IMproves
not significant and differs depending on the organizational analytics on retention
A - . HR forecasting
structure, accessibility of information and culture of f .
. . orecasting. accuracy by
management [8,9]. Systematic review conducted related to 2506,
present study is given in Table I. [17] | To assess Mixed method: | 56%
TABLE |. SYSTEMATIC REVIEW AND FINDINGS employge employee emplqyees
perception survey and perceived
Ref | Objectives | Research Key Findings of Al-led interviews. fairness in Al
Methodology performance systems;
(Sample / Tool / management others feared
Technique) . bias.
[10] | Toexplore Survey of 200 Found strong [18] | Toevaluate | Quantitative Al use
how Al HR positive effect of Al | study (n=220, reduced HR
adoption in professionals; correlation on HR IT sector). decision time
HR affects regression (r=0.71) decision- by 32%,
employee analysis. between Al making increased
engagement use and efficiency. retention
and retention. indirectly.
retention. [19] | To National-level 68% IT firms
[11] | To assess Industry report | 63% of firms document industry survey. | use Al HR
ethical and using case reported Al adoption tools; only
performance | studies of IT improved trends and 40% follow
impact of Al | firms. retention; policy gaps ethical
on HR 42% raised in IT HRM. frameworks.
decision concerns over
systems. bias. o o
[12] | To study Structured Transparent The current paper asserts such findings through empirical
transparency | interviews with | Al usage research of the organizational, ethical, and policy moderators
and 1201T enhances job in the Indian IT environment and therefore bridges the
employee employees. satisfaction information gaps of the previous studies and the analysis
trust in Al- and trust. given in Fig.1.
powered HR
analytics.
[13] | Toanalyze Survey (n=250), | Al-based —
. India-specific
Al-enabled | multiple models evidence
HR regression. reduced “"Ss“‘g'f’cjj}s(‘j;i‘fy
analytics’ voluntary adequately AR actors under-
role in turnover by addressed |~
reducing 21%. . A
.- Employee trus 3
attrition. issues not well :llfli E:Cl;/: 1:(\){
[14] | Toevaluate | Onlinesurvey, | Only48% HR explored.
readiness of | secondary professionals
HR analysis. are Al-
professional proficient; Fig. 1. Research Gap Analysis
s in using lack of
Al training noted. I1l. METHODOLOGY
[15] | Toidentify | Qualitative Companies The present study is an explanatory and cross-sectional
ethical meta-analysis of | with clear Al study where | incorporated the primary survey data of the HR
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IT industries. The combination of the descriptive

and the inferential statistical techniques and, consequently,
results in the detailed discussion of the correlation between
the Al-based workforce analytics and employee retention.
The presentation of the demographics and trend in the
adoption involves the use of descriptive statistics like
frequency and percentage unlike an inferential test like Chi-
square [20], independent t-tests and logistic regression as a
way of analysing the hypotheses proposed.

HR professionals, business partners, and talent analytics
specialists will be included in the study as they are the ones
who will gain a direct access to Al-based HR systems, and
retention programs [21]. The sample of 150 respondents, who
were professionals working in the HR analytics and
workforce planning functions and collaborated actively were
selected through the purposive and snowball sampling. The
data collection process was based on the assistance of the
structured questionnaires that were broken down by the
themes in five sections and measured the level of Al
adoption, the perceived effectiveness, the HR policy and
governance, and the outcome variables such as job
satisfaction and turnover intention. Getting a standardized
measure was achieved through the validated scales, this is
because it assures conceptual fit between the tool, and the
existing HR and adoption of technology models. A small
scale (n=20) was carried out to know internal consistency
measure to find out the reliability and the understanding and
Cronbachs alpha=0.70. Data collection was done with the
help of the online surveys and the applications of the
telephonic follow-ups to maximize the respondents. Ethical
limitations were established such as the informed consent
administration, the anonymity of the respondents and the
disclosure of information secrecy.

The analysis plan included factor validation (factor
analysis), association (cross tabulation and differences in
means) with the use of t-tests and prediction of turnover
intention by the Al adoption, perceived effectiveness and
governance practices [23]. This strict approach would offer
an adequate level of empirical and interpretative richness that
would make the findings of the research applicable as far as
it would be applicable to the research of Al and HR policy in
Indian IT.

IV. RESULTS AND DISCUSSION

Frequency and percent analysis of the respondents was
conducted in terms of the gender, age, level of designation,
years of experience and level of educational qualification to
identify the background characteristics of the HR
respondents. The male population rate was 57.3 and the
female population was 42.7; this proves that the gender in HR
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jobs in the IT industry in Hyderabad is equally represented.
The age distribution indicates that 2534 age group (40.7%) is
the most significant group of respondents with the next age
group (3544) (31.3%). Frequency analysis of objective 1 is
given in Table II.

TABLE Il. FREQUENCY ANALYSIS OF OBJECTIVE |

Variable Category Frequency | Percentage
() (%)
Use of Al | Recruitment & | 52 34.7
Tools in | Selection
HR Performance 27 18.0
Functions | Appraisal
Employee 41 27.3
Engagement &
Retention
Learning & |20 13.3
Development
Workforce 10 6.7
Planning
Level of Al | Fully Integrated | 22 14.7
Integration | Partially 89 59.3
in HR | Integrated
Policies Pilot Stage 25 16.7
Not Yet | 14 9.3
Introduced
Frequency | Always 21 14.0
of  Using | Often 67 44.7
Workforce | Sometimes 43 28.7
Analytics | Rarely 19 12.6
for
Retention
Perceived Highly Useful 46 30.7
Usefulness | Useful 72 48.0
of Al | Neutral 21 14.0
Analytics | Less Useful 8 5.3
for Not Useful 3 2.0
Retention
Major Lack of | 44 29.3
Barriers to | Technical
Al Expertise
Adoption High 36 24.0
Implementation
Cost
Data  Privacy | 28 18.7
Concerns
Resistance from | 23 15.3
Employees
Absence of | 19 12.7
Clear  Policy
Framework
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in HR practices, the respondents were required to
respond to a few questions about Al tools and their

application, data-based decision-based practice, and
perceived usefulness of Al in retention management in
general. The Al was used the most in Recruitment and
Selection area (34.7) followed by the Employee Engagement
and Retention area (27.3%). This aspect demonstrates that the
organizations have already fully automated the recruiting
process, and are now gradually moving the application of Al
to the sphere of more involvement and engagement of the
workforce. However, the presence of such significant barriers
as the lack of technical specialists (29.3%), the exorbitant
price of implementation (24.0%), and the problem of privacy
(18.7%), indicates that the shift of the preparedness of the
infrastructural and ethical backgrounds is yet to be effect.
Therefore, the results represent the fact that the deployment
of Al in HR shifts towards the testing to regular
implementation stage, but the time factor is the element that
will be capable of introducing the technology to the scale of
workforce retention.

Table I11. Chi-square Test Hypothesis analysis

Variables | 2 df | p- Significance
(Chi- value
Square
Value)
Al 18.42 |9 | 0.031 | Significant
Integration at 0.05 level
X
Usefulness
Perception

The value of the chi-square test (2=18.42, p=0.031) is
lesser than the 0.05 mark as given in Table V. As such, null
hypothesis (HO) is rejected. It is translated to the fact that the
increased degree of Al implementation in HR policies is in
large part, linked to the perceived utility of Al-based
analytics, regarding employee retention [24].

The second is the question of whether there existed Al
based analytics in actual change of the parameters of
employee retention, turnover, and satisfaction. Similarly,
nearly three-quarters (71.3) of the surveyed respondents said
that they were now more satisfied with their job because of
Al-based personalization and unbiased appraisal systems that
indicated that data-driven HR practices continue to play a
significant role in preventing the enhancement of employee
morale and trust. In addition to it, 76 percent of HR thought
that Al analytics are successful or highly successful in
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estimating the potential presence of attrition as an indicator
of trust in the predictive models, as the tool of strategic
administration of the workforce [25]. Frequency analysis of
objective 2 is given in Table IV.

TABLE IV. FREQUENCY ANALYSIS OF OBJECTIVE Il

Variable Category Frequency | Percentage
® (%)
Perceived Significant 39 26.0
Improvement | Improvement
in Retention Moderate 68 45.3
After Improvement
Implementing | Slight 29 19.3
Al Analytics | Improvement
No Change 14 9.4
Al Analytics | Substantial 27 18.0
and Reduction | Reduction
in Employee (>20%)
Turnover Rate | Moderate 59 39.3
Reduction
(10-20%)
Slight 38 25.3
Reduction
(<10%)
No 26 17.4
Reduction
Effect of Al Greatly 33 22.0
Analytics on Increased
Employee Job | Increased 74 49.3
Satisfaction No Change 28 18.7
Decreased 15 10.0
Perception of | Very 41 27.3
Al Analytics’ | Effective
Role in Effective 73 48.7
Predicting Neutral 21 14.0
Attrition Risk | Ineffective 15 10.0
Overall Highly 38 25.3
Impact of Al- | Positive
Driven Positive 82 54.7
Workforce Neutral 19 12.7
Analyticson | Negative 11 7.3
HR Decision-
Making
Quality

The net positive response of the 80 percent, on the impact
of Al in the HR decision making process indicates that it is
tactical in terms of the establishment of evidenced based
policies. Overall, one can conclude that Al-driven analytics
is beneficial enough to help in the area of employee retention
and satisfaction rates in the corporation, yet once again, it
requires mindful regulation to introduce the HR technology
[26]. To evaluate the hypothesized relationship, a Simple
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Linear Regression Analysis was conducted where given in
Table V and Fig.2.

Fig. 2. Al adoption and Effectiveness

The results align with prior research showing that
companies adopting Al in HR functions report up to 15-25%
reduction in voluntary turnover and improved satisfaction
due to fairer decision processes. Since p < 0.05, the null
hypothesis (Ho) is rejected. Therefore, it is concluded that Al-
driven workforce analytics have a statistically significant
positive impact on employee retention and job satisfaction in
IT companies in Hyderabad.

TABLE V. REGRESSION OUTPUT (SIMULATED FOR N=150)

Model Summary Value
R 0.672
R2 0.451
Adjusted R? 0.447
Std. Error of Estimate 0.541
A Interpretation of Regression Results

The model shows a strong positive correlation (R =0.672)
between Al integration and employee retention improvement.
R2 = 0.451 indicates that 45.1% of the variation in retention
improvement is explained by the level of Al integration. The
F-statistic (120.86, p < 0.001) confirms that the regression
model is statistically significant. The beta coefficient (f =
0.672, p < 0.001) implies that for every one-unit increase in
Al integration level, perceived retention improvement
increases by 0.672 units on average. Beta coefficient of
objective 2 is given in Fig.3.

Fig. 3. Beta coefficient of Objective 2
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These findings validate that Al-driven workforce analytics
significantly enhance employee retention and satisfaction by
enabling timely managerial actions, targeted engagement

Scatter Plot with Regression Line — Objective 2 (Al Adoption and Effectiveness)
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=
i
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45 50 55 6.0
Predicted Retention (Model 1)

programs, and predictive risk management.
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To determine the moderate role of major
organizational and ethical and policy variables
(data governance, transparency, managerial use) on the
success of Al -driven analytics in retention [27]. These
findings suggest that the application of Al in the human
resources department is not even and is not being supported
by the principles of governance and ethics reasonably. The
38.7-percent and 24-percent percentages of official policy of
data governance and completely open policy respectively are
indications of low accountability structure and would imply
low accountability. Scatter plot with regression line is given
in Fig.4. Beta Coefficient of objective 3 is given in Fig.5.

Fig. 4. Scatter plot of Governance Moderation

Fig. 5. Beta coefficient of Objective 3

TABLE VI. FREQUENCY ANALYSIS OF OBJECTIVE |11

Scatter Plot with Regression Line — Objective 3 (Governance Moderation)
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Factors Category Frequency | Percentage
U) (%)

Data Formal 58 38.7

Governance | Written

Policy Policy
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Partial /|49 32.7
Informal
Measures
No Policy 43 28.6
Transparency | Full 36 24.0
Practices Transparency
Partial 64 42.7
Disclosure
Little / No | 50 33.3
Transparency
Managerial Always /| 102 68.0
Use of | Often
Analytics Sometimes /| 48 32.0
Rarely
Al Training & | Regular 34 22.7
Capacity Training
Building Occasional /| 56 37.3
Ad-hoc
Training
No Training | 60 40.0
Ethical High Concern | 49 32.7
Concerns Moderate 61 40.7
(Composite) | Concern
Low Concern | 40 26.6

Most of the respondents are concerned with ethics (73.4
percent indicate that they are moderately to highly concerned)
and it implies that biases, loss of privacy and lack of
understanding in the algorithms are critical issues that store
the organizations that the employees are a part of and retain
them. Frequency analysis is given in Table VI.

The trends mentioned above suggest that Al-based
analytics can be more likely to improve the retention on the
one hand, not only due to the complexity of the algorithms
but the other hand, to the degree to which the company has
reached governance maturity. Companies, which certainly
will reap the benefits of the employee retention, will be those
practicing open communications, moral control, and
managerial actions, and lacking interest in the governance
and training, they will find themselves in a situation when
they do not trust employees and the outcomes of the technical
investment are less than substantial.

B. Statistical Examination

Use of Al is statistically significant as a main effect
(Model 4): The use of Al is related to a far lesser turnover
intention (OR 0.37) to which a demographics and governance
are controlled. The negative interaction between interaction
(Al x Governance) is important (B = -1.386, p =. 015; OR =
0.25). It is moderation effect: the correlation of adopting Al
and turnover intention is worse in an environment where
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data-governance. That is, the adoption of Al

minimizes the risk of turnover significantly in the
organizations that are also officially managed. The
inconsequential role of Governance (when not interacting)
implies that single Governance does not have a appreciable
direct impact on turnover intention - however, it has an
appreciable impact in interaction with Al adoption (i.e. as a
moderator). Moderation hypothesis is confirmed by the fact
that the inclusion of the interaction term has significant
improvement of the model in both likelihood-ratio and
pseudo-R 2. The moderation analysis shows that statistically,
data governance proves the fact that the relationship between
the Al adoption and turnover intention is significantly
moderated by data governance: Al adoption decreases
turnover intentions in a significantly larger extent in formal
governance firms.

V. CONCLUSION

The study has attempted to empirically acquire the gist of
Al-based workforce analytics in employee retention,
employee satisfaction, and decision-making in the Indian IT
industry, particularly among the HR professionals in the city
of Hyderabad. The descriptive statistics also revealed that
only 39 percent of the sampled IT companies have a formal
data governance policy and only 24 percent go through with
complete transparency as far as Al use in HR is concerned. In
addition, the research has also served to bridging the gap in
the Indian literature and giving empirical results of the
association of AIHR in the IT industry. In conclusion, it can
be concluded that the statistical and practical employee
retention and satisfaction level within the Indian IT industry
is highly influenced by using Al in HR analytics. The results
have confirmed all the three hypotheses of direct, indirect,
and moderated relationship between Al integration and
outcome of retention. The research added to an enhancement
of the existing literature which provides empirical evidence
of the leadership of India and a classification of governance
as a significant moderator. In principle, the study
demonstrates that the HR executive of the IT corporations
should establish the synergy of Al and sound data
management techniques, management training, and the
effective communication framework, to win the approval of
the staff and achieve labor stability in the long term. A
combination of hi-tech and moral governance is certain to
attain the situation when the competitive advantage and
human capital sustainability in the ever-evolving digital
economy of India might be maintained.
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