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Abstract - Modern businesses extensively use information
technology (IT) in strategic human resource management
(SHRM). This study investigates how IT impacts strategic HR
practices and how it is integrated into HR operations. The
summary will explore how IT is used in learning and expansion,
employee engagement, performance administration, talent
achievement, and HR analytics. Additionally, this research will
emphasize how IT helps HR professionals make strategic
decisions and match HR strategy with organizational objectives.
Through an analysis of case studies and real-world examples.
This paper aims to introduce the practical orientation of the
various IT implementations with SHRM, followed by the
various types of practices. These help to improve the HR
Operations. The main results of this study are the addition and
analysis of the expanding information with efficient IT
strategies, followed by valuable results in HR departments.
Keywords: SHRM, Decision Making, Human Resource
Information Technology, Descriptive Statistics Regression Test,
Validity Test

l. INTRODUCTION

Organizations benefit substantially from strategic human
resource management (SHRM), which synchronizes HR
procedures with overarching corporate goals and strategy.
Employees are recognized as strategic partners and valuable
assets for achieving corporate success. By adopting a
strategic approach to HR management, organizations may
optimize the utilization of human capital, cultivate a
favorable work environment, and create a long-lasting
competitive advantage (Srinivas et al., 2024). This approach
allows SHRM to draw in, cultivate, inspire, and keep
exceptional people with the characteristics and skills required
to promote creativity, efficiency, and competitiveness
(Alkadash et al., 2023). Additionally, SHRM helps
businesses adjust to shifting labor demands, technology
breakthroughs, and market dynamics (Krithika & Jayanthi,
2023). It promotes ongoing education and training,
collaboration and involvement among staff members, and
efficient talent management procedures. In the end, strategic

HR management aids businesses in developing high-
performing staff, improving worker happiness and well-
being, and achieving sustained success in a business
environment that is becoming more complicated and
competitive (Aggrawal & Pandey, 2024). Information
technologies in HR have completely changed how businesses
handle their workforce, allowing for more strategic decision-
making, accuracy, and efficiency. HR technology includes
various tools and platforms to improve employee
experiences, optimize talent management procedures, and
streamline HR procedures (Vadithe & Kesari, 2025;
Radhakrishnan et al., 2024).

Human Resource Information Systems (HRIS) centralize
employee data and automate administrative tasks; applicant
tracking systems streamline recruitment and selection
processes; learning management systems administer and
oversee employee training programs; performance
management software establishes goals, administers
evaluations, and gives feedback; and employee self-service
portals allow employees to access and update their personal
information (Bhatnagar & Sharma, 2005). Al and data
analytics have also become more prevalent in HR, enabling
businesses to examine vast amounts of HR data to obtain
insightful information, make data-driven choices, and
forecast trends (Li & Huang, 2024). Due to information
technology that increases operational efficiency, HR workers
may concentrate on strategic goals like talent gaining,
Development, and preservation (Vinod Kumar & Aravind,
2019). By skillfully utilizing these technologies, businesses
may improve HR procedures, encourage employee happiness
and engagement, and boost overall business success
(Ranganathan & Sethi, 2002; Cifuentes et al., 2023).

The impact of information technology on strategic human
resource management (SHRM) and its function in human
resources is examined in this paper (Anand et al., 2024).
Technological development has led many businesses to
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deploy HR solutions to enhance decision-making, expedite
HR processes, and boost overall efficacy (Patil &
Wongsurawat 2015). This research will examine how
information technology is used in human resources, focusing
on data analytics, learning and Development, performance
organization, employee appointment, and talent gaining
(Yoshikuni et al., 2023). This study uses case studies and
real-world instances to identify the advantages, difficulties,
and best practices of integrating and deploying HR
technologies (Zhang, 2024). It also offers insights into how
businesses can use IT to optimize workforce management,
match HR procedures with strategic goals, and attain long-
term organizational success (Sharma & Behl, 2023). The
results may be helpful to researchers, HR professionals, and
executives who wish to understand how information
technologies impact SHRM and make well-informed
decisions about its usage and implementation (Andersen,
2001; Krithika & Jayanthi, 2023).

1.1. Research Objective
e To identify the role of IT in HR Departments

o Analyze the different factors of IT played as the
Impact full role in HR Department

1.2. Significance of Study

This paper enables the determination of many IT elements
(Sarma, 2019). This section must discuss the significant
impact of the Internet of Things. Additionally, this section
needs to emphasize the results, hiring, and assistance of new
hires (Loureiro et al., 2021). The crucial element of this
section is the primary data analysis procedure. As a result, a
suitable plan is created to improve the organization's
structure.

1.3. Problem Statement

The negative consequences of artificial intelligence in the
workplace are highlighted, and potential remedies are
discussed. According to Finlay (2021), the Internet of Things
also highlights a lack of technological proficiency.
Additionally, a negative impact is being created on the
Human Resources department, which similarly experiences
the impacts.

Il. LITERATURE REVIEW

An Author (Kapoor et al., 2021) focused on HRIS and
Automation in Indian Organizations. The results of this
cloud-based HRIS are used to reduce the time spent on
administrative tasks, followed by employee records, payroll,
and recruitment (Sushma et al., 2024). It also helps to
enhance HR efficiency (Kapoor et al., 2021; Suri &
Sigh,2023) focused on IT in performance management. IT
tools are used in performance management to enhance
employee feedback mechanisms and improve productivity
and retention (Suri & Singh, 2023). Authors Rani and Mehta
(2022) describe predictive analysis through HR decision-
making (Suresh & Ramesh Babu, 2019). Predictive analysis
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helps forecast turnover and improve talent acquisition with
retention strategies (Rani & Mehta 2022). Sharma and
Agarwal (2020) mentioned that the role of Al in recruitment
and talent acquisition is tool-based analysis, enhanced hiring
speed with accuracy, and analysis of large datasets with
matching (Sharma & Agarwal, 2020). Bhatia & Mishra
(20204) describe the IT in Employee Training and
Development, evaluate the Al-driven performance, provide
real-time feedback, and personalize the development plans
(Verma et al., 2025). Patel and Desai (2023) describe how
HR analytics helps organizations make strategic decisions
regarding workforce planning and Development (Patel &
Desai, 2023).

11T IN STRATEGIC MANAGEMENT

Strategic management and IT are essential. They offer tools
and data that enable informed decision-making, enhance
operational efficiency, secure a competitive advantage, and
improve the analysis of market trends and internal processes.
Here, the various aspects of IT in Strategic management are
also defined as Informed decision-making, operational
efficiency, innovation, customer relationship management,
strategy alignment, and supply chain optimizations.
Information decision-making means the IT system provides
various access through real-time data analysis to make the
data-driven approach decision-based, followed by market
conditions, customer preferences, and internal performance
metrics (Sharma et al., 2014). Operational efficiency helps to
improve the efficiency of the different departments to reduce
costs and increase productivity. Innovative catalyst means
new technologies are used to develop innovative products
through business models. It enables most organizations to be
followed in  competitions.  Customer relationship
management also includes effective types of customer
satisfaction and enables personalized experiences, improved
customer service, and customer retention. Supply chain
optimization integrates with the business objective and
ensures the technology investment for organizational
strategic goals. Here, the role of IT in Strategic management
is also explained (Agarwal, 2024).

The organizational objectives aim to analyze the
organization's fundamental goals. It is used to monitor
various bases of progress, manage goals and initiative
metrics, and provide definitions of executions. (Babu, 2018).
It takes responsibility for the objective, which consists of
predefined conditions. Environmental scanning is an
essential phase of the strategic management process through
various changes in the outside setting to collect and analyze
the relationship between the strategies. Strategy formulation:
Organizations need to change. Information systems help
detect the signal and analyze and predict the simulation areas
using the right strategy. Strategy implementation consists of
various steps, such as communicating and managing the
goals and metrics from the definitions to the complete
executions. To connect the various strategic objectives
through operational goals and provide the action plans
(Anand et al., 2024). Collecting more knowledge and ideas
means meeting strategic goals. Strategy evaluation and
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control to monitor the internal and external factors should
meet the balanced scorecard for connecting the operational

Strategic HR Process €

I

goals and monitoring. The business unit performances will be
compared, followed by benchmarks (Babu, 2018).

Information
Tech

Technical Growth

Fig. 1: Conceptual Frame for Strategic Decision-Making in Information Technology

A conceptual framework for strategic decision-making in an
organization, primarily focusing on HR and IT, involves
comprehending how different organizational components,
such as HR and IT procedures, affect organizational
outcomes. Fig 1 contains the essential elements and their
relationship to strategic decision-making. Finding and
selecting options that fit an organization's long-term
objectives, vision, and competitive environment is known as
strategic decision-making. Strategic choices must be taken in
HR and IT to combine personnel development and
management plans with technological solutions to
accomplish organizational expansion. Strategic HR Process
HR is key in coordinating employees with the organization's
strategic  objectives. Recruitment, talent development,
training, performance management, and succession planning
are all part of the HR procedures. To guarantee that the
workforce is knowledgeable and flexible in the face of
technological advancements, these procedures need to be
carefully coordinated with IT. Technologies of Information
Using IT in strategic decision-making is essential to
increasing organizational effectiveness and governance.
Technologies that enable improved information flow, ease
decision-making, and aid in the more efficient management
of HR operations include artificial intelligence (Al), machine
learning, big data analytics, and enterprise systems.
Recruitment, training, performance management, succession
planning, and talent development are all part of the HR
procedures. To guarantee that the workforce is
knowledgeable and flexible in the face of technological
advancements, these procedures need to be carefully
coordinated with IT. Technologies of Information: A key
component of increasing organizational effectiveness and
decision-making is the strategic use of IT. Technologies that
enable improved information flow, ease decision-making,
and aid in the more efficient management of HR operations
include artificial intelligence (Al), machine learning, big data
analytics, and enterprise systems. Recruitment, training,
performance management, succession planning, and talent
development are all part of the HR procedures. To guarantee
that the workforce is knowledgeable and flexible in the face
of technological advancements, these procedures need to be

carefully coordinated with IT. Technologies of Information:
A key component of increasing organizational effectiveness
and decision-making is the strategic use of IT. Technologies
that enable improved information flow, ease decision-
making, and aid in the more efficient management of HR
operations include artificial intelligence (Al), machine
learning, big data analytics, and enterprise systems.

IV.HR ANALYTICS IN STRATEGIC DECISION-MAKING

Decision-making is an essential step for strategic HRM. HR
analytics use statistical data analysis methods to make
decisions. By analyzing the organizations, trends and patterns
are used to provide the correlation between the workforce and
data-driven  approaches.  Decision-making helps to
summarize and visualize the HR data, identify the various
types of relationships and patterns, forecast analysis of HR
trends, and provide various recommendations. HR Analytics
has been essential in workforce planning and offers insights
into the current workforce composition for future talent
requirements. Performance data is analyzed alongside
employee feedback and training results. This enables
organizations to make informed decisions regarding talent
retention, promotions, and effective planning. Additionally,
it illustrates the role of HR analytics in strategic decision-
making and outlines various HR strategies that align with
business objectives. Organizations actively define HR
strategies to accomplish their desired outcomes and
implement necessary adjustments. HR analytics enhances
strategic decision-making while fostering diversity and
inclusion.

V. RESEARCH METHODOLOGY

5.1. Data Collection Method

Statistical analysis of the research topic is included in this
study since researchers can gather data using primary
guantitative approaches. As a result, this section accelerates
positivist research. The obtained data, however, is partly
produced by the descriptive study approach. Information
Technology in the HR department has been identified using
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this data collection technique. In this section, it is also
necessary to ascertain the influence of IoT. Data on the
degree of Al and lIoT implementation in HR procedures, the
apparent advantages and difficulties, and the effect on
structural outcomes were gathered using a standardized
questionnaire.

5.2. Data Analysis

This research paper contains demographic information
followed by open-ended survey questions. The main result
was determined by statistical methods followed by PLS SEM
software. This analysis describes the impacts of Al and loT
on Human Resource departments.

VI.RESULTS AND FINDINGS

In order to gather data, 38 female and 10 male respondents
were questioned, according to the demographic gender
analysis. Furthermore, seven patients were unable to
participate in this procedure. Determining the participants’

response rate is beneficial. Thus, 69.09% of female
participants engaged in this process, reaching the highest
possible response rate. However, men made up 18.18% of the
participants. The age group determines the demographic
analysis. As a result, it is said that seven responders are
between the ages of 25 and 35, while 17 participants are
based on the 15-25 age range. 18 individuals, meanwhile,
were between the ages of 35 and 45. According to the report,
30.9% of participants are in the 15-25 age range. Therefore,
the age range of 35 to 45 has the highest response rate,
accounting for 32.7% of participants. The study examines the
participants based on their income level. Furthermore,
sixteen people earn less than $25,000, while twelve
participants earn more than $60,000. However, 13 people
have incomes ranging from $45,000 to $60,000. Analyzing
the data collection procedure in light of the income rate is
helpful. Additionally, 29.1% of respondents had incomes
below the highest income rate of participants, which was
$25,000. Furthermore, individuals with the lowest incomes
fall into the range of 35,000 to 45,000.

6.1. Analysis of Model Summary-Multiple Regressions (Abasaheb & Subashini, 2024)

Table | Analysis-Multiple Regressions

Model R R? | Adjust R? Change Statistics
Std. Error | R? change | F change | df; | df, | Sig F change
1]0.749 | 0.562 0.5071 0.4961 0.5621 10246 | 6| 48 0

The above table I represents the R value as 0.749, a moderate
value. It provides a strong positive relationship between the
predictors, which should overcome these variables. A value
of 0.749 suggests that the predictor should explain the
significant values among the outcome of variables. The R-
square value is 0.562; the independent variable in the model
also explains it. The variance is 56.2%, considered as
dependent explained for this mode. The adjusted R2 value is
0.5071, which provides accurate values. Compared to R2,
which is complex and related to many predictors that should
be involved. The standard error of the estimated value is
0.4961; lower values should indicate the observed value
closer to the predicted value, which has reasonable values in
accuracy for predictions. In summary, 56.2% represents the
dependent variable. The model should contain the moderate
with strong predictive power and reasonable standard error as
0.4961 indicates good accuracy.

6.2. Analysis- Descriptive Statistics- Anova Testing
(Abasaheb & Subashini, 2024)

Table Il Analysis- ANOVA

ANOVA
Model SS (Sum df | MS (Mean F Sig
of Square)
Squares)
Regression 15.152 6 2.5251 10.246 0
Residual 11.83 48 0.2461
Total 26.9821 54

Table 11 of ANOVA for multiple regression is used to check
the overall significance of the regression model. It also
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explains how to test the predictors in the dependent variables.
The sum of the Square value is 15.152, which also indicates
total variability among the dependent variable. The higher
value suggests a better model fit. The degree of freedom is 6,
corresponding to several independent variables in the
predictor model. The MS value is 2.5251, reflecting the
average variability explained by each predictor model. The F
value of 10.246 was used to test the regression model as a
good fit. It also provides the ratio among the mean square of
residual. The p< 0.05 reflects the null hypothesis with all
coefficients equal to zero; it indicates that at least one
predicted model has a significant relationship among the
dependent variables.

6.3. Analysis- Reliability Test
Table 111 Analysis-Reliability Test

Reliability Statistics
(CBA) Cronbach Alpha Based Number of
Items items
0.842 0.843 7

Table 11l defines Cronbach's alpha value as 0.842. CBA
measures the internal reliability of a collection of substances,
essentially a measure of reliability. A range of Cronbach's
alpha of 0.8 means good reliability, which also suggests good
reliability.

277
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6.4. Analysis-Validity Test

Table IV Analysis- Validity Test

Validity Test
KMO and Bartlett's Test
KMO Amount of Sampling Adequacy 0.78
Bartlett's Test of Approx. chi- 162.743
Sphericity Square
df 21
Sig 0

After interpreting the table IV validity test results, two types
of factors, sampling adequacy and Bartlett's test of sphericity,
were used. KMO value as 0.78, which means it is acceptable
and also defined as a good result, suggesting the data provides
the correlation between the variables followed by factor
analysis. Barrett’s Test of Sphericity defined the App chi-
square value as 162.743, which is used to determine the
correlation matrix among the identity matrix—degrees of
freedom as 21, which is used for the test calculations. Sig (P-
value as 0) indicates the observed chi-square static value as
accurate. P value as O means it is highly significant. P<0.05,
null hypothesis to recheck the identity matrix.

VI1I. DISCUSSION

This research section covers the general discussion of the
study issue. On the other hand, accomplishing a company's
intended objective is emphasized, boosting information
technology's effectiveness. Determining the evolution of the
organizational structure is necessary, and it enhances the
organization's culture. By embracing IT technology, people
are developing their decision-making skills. This research
analysis integrates Information technologies such as Al and
0T in Human Resources to boost productivity, decrease
errors, and increase employee engagement. Employee
engagement helps monitor activities and protects the
predictive analysis for various types of research. Some
standard techniques used for this research are data security,
privacy, and other skills. The result of this study added
technical ideas related to Al and 10T in HR management. The
knowledge gathered from this study can help firms decide
how to use Al and 10T in HR procedures. The analysis will
also point out possible areas for Development, issues that
need to be resolved, and suggestions for effective execution.

VI111.CONCLUSION

This study emphasizes how IT and the Internet of Things can
change HR procedures and enhance company results.
Integrating IT and 1oT in HR procedures can enhance
employee engagement, decrease errors, and increase
efficiency. Wearable technology is utilized for staff
upskilling, chatbots for employee engagement, and predictive
analytics for hiring. These technologies help improve
operational efficiency and allow HR professionals to focus
on various strategic aspects of their roles. It is also used to
enhance recruitment and talent management. IT tools are
enabled for an organization in the process by using Al and
ML to analyze and predict job performance. HR activities in
Organizational objectives have a strategic role in shaping
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business outcomes. It also ensures the company's long-term
goals with HR policies. The use of IT in HR management is
an essential strategy for Indian organizations aimed at
improving  operational  efficiency,  decision-making
capabilities, and competitiveness in the market. Developing
information technology helps to develop the HR process.
According to future research, companies should invest in data
protection and cybersecurity measures and train HR staff to
ensure they have the skills to handle IT and 10T applications.
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