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Abstract—The digital transformation of Human 

Resource Management (HRM) has accelerated the 

adoption of Artificial Intelligence (AI), People Analytics, 

and Agile HRM in recruitment. This study investigates 

the perceptions of 102 HR professionals regarding the 

effectiveness, adoption, and challenges of these emerging 

technologies. Using a descriptive research design and a 5-

point Likert scale questionnaire, the analysis employed 

descriptive statistics and Chi-square tests. 

The findings reveal that AI significantly improves hiring 

speed and accuracy, while People Analytics enhances 

data-driven decision-making, though its usage varies 

across HR roles. Agile HRM is recognized for 

strengthening flexibility and responsiveness in 

recruitment. Despite the advantages of technology-

enabled hiring, challenges such as limited skills, cost, 

data privacy issues, and technical complexities persist. 

The study underscores the growing relevance of 

integrated HR technologies and highlights the need for 

improved organizational readiness and ethical 

governance. 

 

Index Terms—Artificial Intelligence, People Analytics, 

Agile HRM, Recruitment, HR Technology, Data-Driven 

Hiring, Digital HR. 

 

I. INTRODUCTION 

 

Rapid advancements in digital technology have 

reshaped Human Resource Management (HRM), with 

recruitment experiencing significant transformation. 

Organizations are increasingly adopting AI, People 

Analytics, and Agile HRM to improve hiring 

efficiency, accuracy, and strategic decision-making. 

AI tools streamline tasks such as candidate sourcing, 

screening, and predictive assessment, while People 

Analytics provides deeper insights that support 

informed, data-driven hiring decisions. Agile HRM 

further enhances responsiveness through flexible, 

collaborative, and iterative recruitment practices. 

Despite their growing impact, the adoption of these 

technologies presents challenges, including skill gaps, 

high implementation costs, data privacy concerns, and 

resistance to change. Understanding HR professionals’ 

perceptions of these technologies is essential to guide 

effective integration and maximize their strategic 

value. This study analyzes the usage, benefits, and 

challenges of AI, People Analytics, and Agile HRM in 

recruitment, offering insights into the evolving 

landscape of technology-driven hiring in Indian 

organizations. 

 

II. REVIEW OF LITERATURE 

 

2.1 Artificial Intelligence in Recruitment 

Artificial Intelligence (AI) is significantly 

transforming modern recruitment practices. Vidhya 

Shree et al. (2024) highlight that machine-learning 

tools streamline the hiring cycle through timely 

communication, improved process efficiency, and 

personalized candidate engagement. Swati et al. 

(2024) emphasize that multimodal AI—using text, 

video, and behavioural data—enhances screening 

accuracy and fairness. In India, Malaha and Pandey 

(2023) found that AI-based platforms shorten hiring 

timelines and increase diversity by reducing human 

bias. Industry reports also support these findings: 

LinkedIn Talent Solutions (2020) identifies resume 

parsing, automated filtering, and AI-enabled 

communication as widely adopted HR functions. 

Walker (2019) observes that candidates now expect 

faster, digital hiring experiences. Upadhyay and 
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Khandelwal (2018) acknowledge AI’s bias-reducing 

potential but stress the need for ethical and transparent 

algorithmic processes. 

 

2.2 People Analytics and Data-Driven HRM 

People Analytics has become central to evidence-

based HRM, enabling organizations to extract 

meaningful insights from complex workforce data. 

Bassi (2011) demonstrates that predictive analytics 

improves recruitment quality and helps identify 

attrition risks early. Nosratabadi et al. (2022) show that 

advanced machine-learning models—such as neural 

networks, decision trees, and random forests—

enhance decision accuracy across HR functions, 

especially in hiring and performance prediction. 

Beyond candidate assessment, People Analytics 

supports workforce planning, talent forecasting, and 

competency analysis. By converting large volumes of 

structured and unstructured data into actionable 

insights, it strengthens recruitment outcomes and aids 

long-term talent strategy development. 

 

2.3 Agile HRM and Flexible Recruitment 

Agile HRM applies agile principles to HR practices, 

emphasizing flexibility, collaboration, and continuous 

improvement. Denning (2018) notes that agile 

methods speed up recruitment, improve 

responsiveness to changing talent needs, and increase 

process transparency. In India’s technology-driven 

sectors, agile hiring practices—such as sprint-based 

interviews, cross-functional recruitment teams, and 

continuous feedback—are becoming common. These 

approaches enhance operational efficiency and 

improve the candidate experience by ensuring quicker 

decisions and consistent communication. 

 

III. RESEARCH GAP 

 

Existing studies recognize the growing influence of 

Artificial Intelligence, People Analytics, and Agile 

HRM in recruitment; however, most research 

examines these technologies independently and 

focuses largely on global contexts. Limited evidence 

is available on how these three HR technologies 

collectively influence recruitment efficiency, 

candidate experience, and decision-making within 

Indian organizations. Moreover, issues related to 

ethical concerns, implementation challenges, and 

organizational readiness remain underexplored, 

leaving a gap in understanding their integrated 

adoption in India’s recruitment practices. 

 

IV. OBJECTIVES OF THE STUDY 

 
1. To assess the application of Artificial Intelligence 

in recruitment and evaluate its influence on hiring 

speed and accuracy. 

2. To examine the contribution of People Analytics 

in enabling data-driven recruitment decisions. 

3. To analyze the extent to which Agile HRM 

practices enhance flexibility and responsiveness 

in recruitment processes. 

4. To identify the key challenges and limitations 

encountered by organizations in adopting 

emerging HR technologies. 

5. To compare traditional recruitment approaches 

with technology-enabled recruitment practices. 

 

V. RESEARCH METHODOLOGY 

 

5.1 Research Design 

The study adopts a descriptive research design to 

analyse HR professionals’ perceptions of Artificial 

Intelligence, People Analytics, and Agile HRM in 

recruitment. This design enables a systematic 

assessment of prevailing practices, effectiveness, and 

challenges compared with traditional hiring methods. 

 

5.2 Nature of the Study 

The research is quantitative in nature and relies 

primarily on structured responses gathered from HR 

professionals using a standardized questionnaire. 

 

5.3 Sample Size 

The study includes 102 respondents, comprising HR 

managers, recruiters, and talent acquisition personnel. 

 

5.4 Sampling Technique 

A Convenience Sampling method was used due to ease 

of access to HR professionals willing to participate. 

 

5.5 Sources of Data 

a. Primary Data 

Collected through a structured Google Form 

containing items related to: 

• Use of AI in recruitment 

• Hiring speed and accuracy 



© January 2026 | IJIRT | Volume 12 Issue 8 | ISSN: 2349-6002 

IJIRT 190027 INTERNATIONAL JOURNAL OF INNOVATIVE RESEARCH IN TECHNOLOGY 3479 

• Application of People Analytics 

• Adoption of Agile HRM practices 

• Comparison with traditional recruitment 

• Challenges in HR technology adoption 

b. Secondary Data 

Sourced from research journals, HRM reports, 

corporate publications, and credible online HR 

platforms. 

 

5.6 Research Instrument 

A 5-point Likert scale questionnaire was used to 

measure perceptions, supported by demographic 

details such as age, experience, and industry. 

 

5.7. Tools for Analysis 

Two statistical tools were used: 

1. Descriptive Statistics 

To summarize responses using mean, standard 

deviation, and percentage distribution. 

2. Chi-Square Test 

To examine associations between demographic 

variables and perceptions related to AI effectiveness, 

People Analytics usage, and Agile HRM adoption. 

 

5.8 Limitations of the Study 

• The sample size of 102 may not fully represent the 

entire HR industry. 

• Convenience sampling may affect 

generalizability. 

• Findings depend on respondent understanding and 

exposure to HR technologies. 

 

5.9 SCOPE OF THE STUDY  

• The study focuses on HR professionals involved 

in recruitment across various sectors. 

• It evaluates the adoption and effectiveness of AI, 

People Analytics, and Agile HRM in recruitment 

activities. 

• The scope includes assessing their impact on 

hiring efficiency, decision-making quality, and 

candidate experience. 

• Challenges faced in transitioning from traditional 

to technology-based recruitment are also 

explored. 

• Insights are particularly relevant to organizations 

in urban and semi-urban contexts with growing 

HR tech adoption. 

5.10 NEED OF THE STUDY  

• Rapid digitization has made it essential to 

evaluate the practical impact of emerging HR 

technologies on recruitment. 

• Organizations require clarity on whether AI, 

People Analytics, and Agile HRM genuinely 

enhance hiring accuracy, speed, and fairness. 

• The study provides evidence from 102 HR 

professionals, offering real-world insights for 

improving recruitment strategies. 

• Findings help organizations understand adoption 

barriers and make informed decisions regarding 

HR technology investments. 

 

VI. THEORETICAL FRAMEWORK 

 

This study is anchored in three major organizational 

and behavioural theories that collectively explain the 

adoption, effectiveness, and strategic importance of 

emerging HR technologies—specifically Artificial 

Intelligence, People Analytics, and Agile HRM—in 

contemporary recruitment practices. 

 

6.1 Resource-Based View (RBV) 

The Resource-Based View explains that competitive 

advantage comes from valuable and hard-to-imitate 

resources. In recruitment, technologies such as AI 

tools, predictive analytics, and agile hiring systems act 

as strategic capabilities that enhance talent quality and 

improve process efficiency. RBV supports this study 

by highlighting how HR technologies strengthen 

human capital and overall recruitment performance. 

 

6.2 Technology Acceptance Model (TAM) 

The Technology Acceptance Model focuses on how 

perceptions influence technology adoption. HR 

professionals are more likely to use AI, People 

Analytics, and Agile HRM when they find them 

useful, easy to operate, and beneficial for accuracy, 

speed, and decision-making. TAM helps explain the 

attitudes that drive acceptance of recruitment 

technologies. 

 

6.3 Dynamic Capabilities Theory 

Dynamic Capabilities Theory emphasizes an 

organization’s ability to adapt and reconfigure 

processes in changing environments. Agile HRM 

practices—such as rapid hiring cycles and 
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collaborative decision-making—reflect these 

capabilities by enabling flexible, timely, and 

technology-supported recruitment. This theory 

supports the study by showing how technology 

enhances organizational agility. 

 

VII. DATA ANALYSIS & INTERPRETATION 

 

This section presents the statistical results derived 

from the responses of 102 HR professionals regarding 

the adoption and effectiveness of Artificial 

Intelligence (AI), People Analytics, and Agile HRM in 

recruitment. The analysis includes Descriptive 

Statistics and Chi-square Tests to interpret the patterns 

and associations within the data. 

 

7.1 Descriptive Statistics 

Descriptive statistics were used to summarize the 

distribution of responses for each major variable. The 

findings are presented in Table 1. 

 

Table 1: Summary of Descriptive Statistics (1 – 10) 

Sl. 

No. 
Variable Descriptive Findings (Based on 102 Responses) 

1 Role of Respondents 
Respondents represented HR Managers, Recruiters, Talent Acquisition 

Executives, and HR Analysts, ensuring occupational diversity. 

2 Use of AI in Recruitment 
Majority reported Moderate to Wide usage of AI; a smaller segment indicated 

No AI usage, reflecting varying adoption levels. 

3 
AI’s Impact on Speed & 

Accuracy 

Most respondents Agreed/Strongly Agreed that AI enhances hiring speed and 

accuracy. 

4 
Usefulness of People 

Analytics 

High agreement levels showing strong belief in the usefulness of People 

Analytics for data-driven decision-making. 

5 
Frequency of People 

Analytics Usage 

Many respondents used People Analytics Often/Very Frequently, though some 

used it Occasionally/Sometimes. 

6 Adoption of Agile HRM 
Majority agreed that Agile HRM practices were adopted within recruitment 

processes. 

7 
Agile HRM Improves 

Flexibility 

Respondents largely agreed that Agile HRM improves flexibility, 

responsiveness, and collaboration in hiring. 

8 
Challenges in HR 

Technology Adoption 

Major challenges included lack of training, data privacy concerns, technical 

complexity, cost, and resistance to change. 

9 
Effectiveness of Tech-

Enabled Recruitment 

Most respondents felt technology-enabled recruitment is more effective than 

traditional hiring. 

10 
Most Impactful HR 

Technology 

AI and People Analytics ranked highest in impact, followed by Agile HRM. 

Few respondents selected "None." 

 

7.2 Chi-Square Test Analysis 

Chi-square tests were conducted to determine whether HR role had any significant association with perceptions of AI 

effectiveness, People Analytics usage, and Agile HRM adoption. The results are summarized in Table 2. 

 

Table 2: Chi-Square Statistics Summary 

Association Tested Chi-square Value (χ²) p-value Inference 

Role × AI Speed & Accuracy 6.73 0.8748 Not Significant 

Role × People Analytics Frequency 28.60 0.0045 Significant 

Role × Agile HRM Adoption 9.67 0.6442 Not Significant 
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Interpretation of Chi-Square Results 

7.2.1 Role × AI Effectiveness 

The association was not significant, indicating that HR 

professionals—regardless of role—share similar 

views about the positive impact of AI on recruitment 

speed and accuracy. 

 

7.2.2 Role × People Analytics Usage 

A significant association (p < 0.05) was found. 

This implies: 

• HR Analysts use People Analytics more 

frequently. 

• Managers and Recruiters show moderate usage. 

• Some roles use it rarely. 

Thus, People Analytics usage is role-dependent, 

influenced by analytical responsibilities. 

 

7.2.3 Role × Agile HRM Adoption 

The association was not significant, indicating that 

Agile HRM practices are adopted across roles in a 

uniform manner, likely as an organizational-level 

practice rather than role-specific. 

 

VIII. FINDINGS 

 

8.1 AI is widely recognized for significantly 

enhancing recruitment efficiency by improving speed, 

accuracy, and overall operational effectiveness. 

8.2 People Analytics is regarded as a highly valuable 

tool that strengthens data-driven hiring decisions and 

supports predictive talent insights. 

8.3 The use of People Analytics differs notably across 

HR roles, with HR Analysts demonstrating higher 

levels of adoption compared to other positions. 

8.4 Agile HRM is increasingly implemented and 

acknowledged for boosting flexibility, collaboration, 

and responsiveness within recruitment processes. 

8.5 Technology-driven recruitment is perceived as 

superior to traditional methods, delivering a better 

candidate experience and more informed decision-

making. 

8.6 The adoption of HR technologies faces key 

challenges, including limited training, concerns over 

data privacy, high implementation costs, technical 

complexity, and resistance to change. 

 

IX. SUGGESTIONS 

 

9.1 Introduce focused training and skill development 

programs to strengthen proficiency in AI, People 

Analytics, and Agile HR practices. 

9.2 Allocate investments in HR technology 

strategically, ensuring alignment with organizational 

priorities, future scalability, and measurable outcomes. 

9.3 Enhance data security, confidentiality measures, 

and ethical guidelines to increase stakeholder 

confidence and risk mitigation. 

9.4 Broaden the availability of People Analytics tools 

across HR functions to enable better insights and 

informed decision-making. 

9.5 Adopt structured change management strategies to 

minimize resistance and promote smooth 

technological transitions. 

9.6 Integrate AI-driven outcomes with human 

oversight to maintain transparency, reduce bias, and 

ensure fair and balanced hiring decisions. 

 

X. CONCLUSION 

 

The study confirms that emerging HR technologies—

namely AI, People Analytics, and Agile HRM—are 

reshaping recruitment by enhancing speed, accuracy, 

and the overall quality of hiring decisions. While AI 

and Agile practices are consistently accepted across 

roles, People Analytics adoption varies, indicating 

role-specific engagement and capability differences. 

Although technology-driven recruitment is viewed as 

more effective than traditional methods, challenges 

remain, including limited training, privacy concerns, 

cost, and resistance to change. To realize the full 

potential of these technologies, organizations must 

prioritize skill development, strengthen data 

governance, expand access to insights, and ensure 

human oversight in decision-making. 

Strategic adoption and continuous improvement will 

be crucial for building recruitment systems that are 

efficient, transparent, and future-ready. 
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