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ABSTRACT 

The rapid advancement of technology, particularly AI, or artificial intelligence is transforming 

Management of Human Resources (HRM) by enhancing various tasks like hiring new employees, 

employee engagement, management of performance, and retention. This study investigates the 

integration of AI into human resource management and its effect on entrepreneurial success, 

employing SmartPLS approach to provide empirical insights. Despite the growing interest in AI 

technologies, many organizations face challenges in effective implementation due to data privacy 

concerns, system complexity, and resistance to change. This research addresses the critical need 

to evaluate the benefits of AI integration in HRM, aiming to offer a clear framework for businesses 

to leverage AI for improved performance and growth.Employing a quantitative study design, Data 

were gathered from HR professionals and managers across entrepreneurial firms. The study 

utilized structured questionnaires with a Likert scale with a range of 1 to 5 measure various 

constructs, SmartPLS was employed to analyze the data. The results show a clear positive 

correlation in between AI adoption and AI quality, significantly enhancing AI applications and 

entrepreneurial performance. However, the immediate result of AI adoption upon employer 

reputation, inconsequential, indicating that improvements in AI quality and entrepreneurial 

performance mediate this relationship. High-quality AI systems were found to be instrumental in 

enhancing business performance by providing better insights and more reliable outcomes. 

The research findings show that AI has a big impact on human resources speeds up procedures, 

improves decision-making precision, and favorably impacts achieving entrepreneurial goals. 

Practical implications are discussed, and future research avenues are outlined, providing 

valuable insights and guidance on optimizing AI in human resource management 

 

INTRODUCTION 

1.1Background of Study 

The rapid advancement of technology has brought 

significant changes to various business functions, 

including Human Resource Management (HRM). 

Artificial Intelligence (AI) is at the forefront of these 

changes, providing innovative solutions to enhance 

HRM processes. From talent acquisition and 

employee engagement to performance management 

and retention, AI-driven tools are revolutionizing 

how HR professionals operate. The purpose of this 

study is to investigate the effects of AI integration in 

HRM. on entrepreneurial success, utilizing the 

SmartPLS approach to provide empirical insights. 

 

What is AI?  

The field of artificial intelligence (AI) is expanding 

quickly because of the Internet, and is poised to 

significantly impact our daily lives. AI, named in 

1956, involves creating human-like intelligence 

capable of learning, reasoning, and processing 

natural language, offering immense socioeconomic 

opportunities and challenges. The Internet Society 

emphasizes understanding AI's impacts to build a 

trustworthy Internet, considering issues like 
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transparency, bias, and ethical concerns as AI 

becomes more integrated into products and services. 

AI presents specific challenges such as decision-

making transparency, data quality and bias, safety, 

and accountability, potentially disrupting social and 

economic structures. The Internet Society has 

developed principles to address these issues, 

recognizing AI's growing role in contemporary 

debates and the increasing investments from 

industries and governments. 

 

Human resources: what are they? 

The field, Management of human resources (HRM) 

is specific and focused on recruitment, development, 

and optimal use of employees to achieve 

organizational goals. Evolving from the industrial 

revolution and trade union movements, HRM 

ensures effective employee contribution and acts as 

a vital link between management and workers, 

adapting to the growing need for workforce 

management in large-scale factory settings. 

 

The application of artificial intelligence to 

human resource management: 

AI-based technologies provide substantial 

improvements in HR duties like hiring, employee 

engagement, training and development,  payroll  and 

policy access. Integrating AI into HR can enhance 

the overall employee experience by providing more 

accurate information, increasing efficiency, and 

optimizing costs. AI enables better data analysis and 

automates many back-office functions, transforming 

HR by taking over routine tasks traditionally handled 

by human recruiters. This allows HR specialists via 

focus additional information about comprehensive 

thinking and improving efficiency of the corporation. 

However, barriers to AI adoption in HR include 

financial constraints, talent gaps, privacy concerns, 

the need for ongoing maintenance, integration 

challenges, and limited proven applications. Despite 

these hurdles, AI can significantly reduce 

administrative workload, improve recruiting and 

retention, measure ROI, and minimize bias in 

decision-making. Organizations must incorporate 

conversational AI in HR to stay competitive, as it 

processes data faster and can identify qualified 

candidates more effectively, thereby enhancing 

strategic planning and decision-making. 

SmartPLS (Smart Partial Least Squares) 

The statistical analysis technique known as 

"SmartPLS," or "Smart Partial Least Squares," is 

Applied to experimental research for investigate & 

assess the relationships among the parameters in a 

structure method. Under the context in this study, 

SmartPLS software serves as the principal 

instrument for the smooth AI ( artificial intelligence 

) implementation into Management of Human 

resources (HR), emphasizing a promotion toward 

entrepreneurial achievement. Researchers can now 

incorporate the complex variables linked to artificial 

intelligence, HRM, and entrepreneurial performance 

with the help of SmartPLS. This methodology makes 

it possible to find connections and effects between 

different factors, which makes it easier to assess the 

viability of the produced theories. Researchers can 

use SmartPLS to do route analysis and determine the 

relative contributions of different variables to 

outcomes like entrepreneurial success. This 

analytical method helps identify the variables that 

have the biggest impact. An in-depth knowledge 

regarding what happens when AI (artificial 

intelligence) affects management of human 

resources and, eventually business performance has 

been made possible by the use of SmartPLS in this 

study. This rigorous analytical approach greatly 

advances both theoretical and practical 

understanding by providing a solid basis for deriving 

insightful knowledge about the use the application of 

artificially intelligent to management of human 

resources. 

 

1.2 Problem Statement  

Regardless of the increasing curiosity and investment 

in the AI technologies (Artificial intelligent) within 

Management of Human resources (HRM), There's 

still  lack of comprehensive understanding of how 

these technologies influence entrepreneurial success. 

Many organizations struggle to implement AI 

effectively, facing challenges such as data privacy 

concerns, the complexity of AI systems, and 

resistance to change. This study addresses the critical 

need to evaluate the benefits and obstacles of AI 

integration in HRM, aiming to provide a clear 

framework for businesses to harness AI for improved 

performance and growth. 
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1.3 Gap Analysis  

Existing literature has primarily concentrated upon 

conceptual benefits regarding artificial intelligence 

in HRM, with limited empirical research examining 

its practical implementation and outcomes. There is 

a noticeable gap in studies that combine AI with 

specific analytical methods such as SmartPLS 

(Partial Least Squares Structural Equation Modeling) 

to measure its impact on entrepreneurial success. 

This study attempts to close the gap by presenting 

actual data regarding the connection among AI 

integration in HRM and entrepreneurial success, 

using a robust analytical approach. 

 

1.4 Research Objectives  

• The purpose of the investigation is illuminate an 

artificial intelligence's role in HR management. 

• To emphasizes THE Impact on Arti Intelligence 

on employee-related outcomes. 

• To describe AI can transform and modernize HR 

functions. 

• To describe Ai can lead to significant changes in 

recruitment processes. 

• To understand AI technology can enhance 

employee development. 

• To identify AI technology can improve 

management performance. 

1.5 Research Question  

• How does the research examine the connection 

among employer reputation and AI-driven 

technologies? 

• What are an effects of an AI-driven hiring 

practices and AI quality on the implementation 

of these systems? 

• How does implementing AI-driven systems 

influence an employer image? 

• What role does employer reputation play in a 

company's ability to attract, recruit, and retain 

talent? 

• How crucial is employer reputation in achieving 

organizational objectives? 

• What potential negative consequences are 

explored in the study regarding poor talent 

management and HR practices.? 

 

1.6 Significance of study  

Hence, this Study aims to assess the achievements of 

businesses, notably inrelation to AI-based Human 

Resources practices like attracting staff as well as the 

effectiveness toward Artifi Intelligence itself. This 

assessment could indicate how likely a company is to 

embrace and use AI solutions. The expectation is that 

the study will provide a detailed view of how AI can 

enhance human resource management effectiveness 

and overall organizational performance 

 

Chapter 2. Literature Review  

In 2023,  V.P.K. Sundram and T. Handra conducted 

a study on the impact Intelligent technology and 

Human Resource Information Systems, also known 

as HRIS, on Effectiveness of the defense industry in 

Malaysia.The objective related to this research is to 

examine the impact ofthe system for recording 

human resources (HRIS) foron the performance of 

the defense industry, as well as artificial 

intelligence's function within shaping industry's 

execution in the era's disruption.The worker 

execution variable gets impacted through HRIS and 

job satisfaction variables. The primary method of 

data collection involves distributing questionnaires 

to respondents. The questionnaire utilizes a rating 

scale to gauge the information. The model of 

structural equations was used to analyze the 

information with the SmartPLS 3 program.The 

results about data analysis in that research, along 

with the obtained significance value, demonstrate a 

strong correlation between HRIS and employee 

performance. 

In 2023, G. P. Cesna, B. Domini, and A. S. Dewi 

conducted a research on Artificial Intelligence's (AI) 

impact on business results, specifically focusing 

onthe benefits of AI-powered corporate evolution 

projects. The dependent variables in this study 

include process efficiency, product quality, and 

service creativity. These variables are influenced by 

the independent variable of AI adoption. This 

research purpose is, investigate the effect of different 

AI adoption's levels upon dependent variables, 

exploring whether these changes have a positive or 

negative effect, and to what degree. It could also 

investigate any factors that could potentially impact 

the connection across the  outcomes and the use of 

AI. SmartPLS model demonstrates its robustness 

with significant R-Square values and path 

coefficients, providing strong support for the validity 

of the research hypotheses. The findings uncover 

noteworthy connections, emphasizing the impact of 

AI in improving organizational preparedness, 
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technological incorporation, and data accuracy. In 

addition, the research highlights the vital function of 

cultivating a creative environment and employing 

successful modification management strategies to 

fully harness the power of AI-driven digital 

transformation.  

In 2022,  Pellegrini Matteo Massimiliano  & 

Giuggioli Guglielmo  conducted an investigation 

which defines Artificial Intel being a resource for 

small business owners, a methodical evaluation of 

the literature & a strategy to advance study in Italy. 

Although there is a general agreement upon positive 

influence of artificial-intelligence (AI) in 

entrepreneurship, the educational literature lacks a 

systematic approach to studying this relationship. 

The present study aims is,  investigate the AI's 

influence on business ownership as a facilitator 

toward small business owners. This study focuses on 

various factors such as opportunity, decision-

making, and performance, while considering the 

influence of education and research. An organized 

review of the literature had been employed for 

evaluate whole pertinent works that establish 

Associations among business ownership and 

Artificial technology. The understanding of the 

grouping is as execute specific procedure known as 

the "small-business owners approach supported by 

AI". The analysis reveals that Intelligence have 

significant ramifications over business, particularly 

benefiting small business man categorized into 4 key 

areas: Planning, outcomes, chances, plus education 

and research.  

By (2022), Wider Walton ,  Xin Kai Ooi   & Ling Kar 

Lee . The exploration  focuses on Application 

associated with AI within hum-resource 

management and how it affects Malaysian 

organizations' performance. The purpose of this 

study is to examine how perception affects artificial 

intelligence (AI) adoption in human resource (HR) 

practices and how that affects organizational 

performance in Malaysia. The primary focus of the 

study is on the fundamental HR procedures, such as 

performance management, talent acquisition, and 

HRD. The application of artificial intelligence (AI) 

as a dependent variable in the talent acquisition, 

human capital, and performance management 

processes is the main emphasis of this study. The 

indep. factor is organisational performance. To 

measure this study that targeted sample for this 

investigation, an online survey was conducted 

through social networking sites to recruit 

participants. The nonprobability snowball sampling 

method was utilized. The structural plus 

measurement methods were examined used Smart-

PLS 3 through the application of PLS-SEM. We 

chose to use PLS-SEM because it is well-suited for 

exploratory studies, which aligns with the goals of 

our current study. The findings revealed that 

incorporating AI into In Malaysia, the processes of 

recruiting employees, workforce growth, along with 

performance measurement have a notable impact 

around the success of organizations. 

In 2023, Sonika Singh, Paritbah Thakur, and 

Sandeep Singh conducted a research study based 

upon "A Comprehensive Review of How AI in HRM 

Contributes to Better Business Performance." India. 

The exploration seeks for examine a utilization of 

artificially intelligent in management of human 

resources (HRM) with goal to improving 

organizational performance. The dependent variable 

used is organizational performance, while the 

exploratory variables is AI in HRM. The researcher 

discovered, implementation's artificially intelligent 

hsve proven to be beneficial for organizations, 

improving their performance and giving them a 

competitive edge. The analysis of AI technology 

used in HRM indicated,  shortage of knowledge 

about the impact of facilitated by artificial 

intelligence HRM characteristics on workers, theirs 

proficient outcomes and entire organizational 

efficiency success. 

In (2019), Wei Huang & Amir Hayat conducted a 

study titled "Artificial Intelligence's Effect on HR 

Performance in Pakistani Enterprises: A Study 

Comparing Australia." Organizations Investors 

globally are becoming more drawn to the use of AI 

to accomplish ambitious targets.Thus, the current 

investigation purpose is to evaluate   artificial 

intelligence's use into (HR) the human resources 

across Pakistan, although also contrasting its results 

with those of Australia. This study's independent 

variables were the artificial intelligence of 'i' firms in 

Pakistan and Australia. The dependent variables 

include the performance of corporations, employee 

engagement, as well as staff or workforce growth and 

instruction of 'i' firm under both Pak means Pakistan 

and Australia. Research using a questionnaire survey 

is used to collect the data. Software called Statistical 
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Packages for Social Sciences (SPSS) is used to 

compile the data. Regression analysis is utilized to 

investigate how AI affects human resources in 

Australian and Pakistani firms.Research using a 

questionnaire survey is used to collect the data. 

Software called Statistical Packages for Social 

Sciences (SPSS) is used to gather the data. 

Regression analysis is employed to investigate how 

AI affects human resources in Australian and 

Pakistani firms. They employ various types of 

analysis, including descriptive, correlation, and 

regression. The findings suggest that companies in 

both countries have incorporated AI into their HR 

practices. On the other hand, Australia has proven to 

be highly effective in implementing AI in its 

enterprises' HR operations.  

In 2019, Munaza Bibi conducted research on The 

implementation of AI to management of human 

resources tasks in the Islamic Republic Pakistan. Her 

study focused on the benefits and challenges 

associated with this approach. This paper has 

discussed the advantages and difficulties of 

implementing aan artificial intelligence strategy for 

managing human resource responsibilities in 

Pakistan. The effectiveness of HRM functions in 

Pakistani organizations is dependent on the 

implementation of AI in these functions. The 

advantages include enhanced effectiveness and 

financial savings, enhanced ability to make decisions 

and better performance of candidates & employees. 

Implementing utilizing artificial intelligence in 

HRM(Human Resource management) operations 

poses several obstacles, including The intricacy of 

events related to human resources, limited set of data 

, considerations of Equity and regulatory restraints, 

concerns about joblessness plus employee's potential 

reactions toward AI (artificial intelligence). These 

challenges are also present in countries like Pakistan. 

Here is the finding: Artificial intelligence is 

revolutionizing workforce management in Pakistan, 

playing a crucial role in the redesign of 

organizational and HR functions. The integration of 

this solution greatly improves people management, 

decision-making, and having a beneficial effect on 

worker efficiency, engagement & retention. AI's 

predictive capabilities allow it to anticipate and 

diagnose organizational challenges, providing strong 

solutions for future-proofing operations.  

In 2022, Prof. Dr. Seema N. Mumtaz, Dr. Tayyaba 

Rafique Makhdoom, Dr. Noreen Hassan, Dodo Khan 

Alias Khalid Malokani, and Fatima tu Zehra 

conducted research on the artificial intelligence's 

effect on humans resources managements (HRM) 

functions, Pakistani airlines.  Specifically, we will 

explore the function of knowledge sharing in the 

capacity of an intermediary and service quality 

serving as this process's moderator. The service is the 

dependent variable is High standards and The 

independent variables include artificial intelligence, 

HR practices, and knowledge sharing. The study of 

the airline sector in Pakistan revealed unique patterns 

of artificial intelligence in organizations, which have 

an impact on HR practices. Research highlights the 

significance of AI in the airline industry, 

emphasizing the need for more investigation into its 

influence on the relationship between AI and service 

quality. The study, conducted in Pakistani airlines, 

highlights the transformative potential of Artificial-

Intelligence  in HR procedures, providing insightful 

information for industry adoption.  

In 2023, Kirshan Kumar Luhana, Mamon Bano Atia, 

and Khan Imran conducting research on The 

Development of Artificial Intellect and its Effects on 

Staff Efficiency and workplace. This study 

recognizes the limitations of artificial intelligence 

(AI) and attempts to investigate its influence on 

worker dedication and performance in the 

workplace. The study utilizes a straightforward 

random sample technique in conjunction with a 

qualitative research methodology. google form is 

used to create online surveys that are used to collect 

data. The independent variable is the emergence of 

AI, while the dependent variables include 

technological stress, leadership, employee 

performance, and trustworthiness. In addition, this 

study relies on a simple random sampling method. 

Online questionnaires were created using Google 

Form and distributed across various social media 

platforms to collect data. The findings indicate that 

artificial intelligence (AI), which is the use of 

computers to simulate intelligent behavior with little 

to no human intervention, can boost work 

engagement and employee performance. 

2024, Bilal Ahmed, Muhammad Sufyan Ramish and 

Mutasam,  Future Human Management Research 

using Artificial-Intelligence: Pakistan Case-Study. 

The analysis purpose was to investigate the artificial-

https://ijssb.org/


International Journal of Social Sciences Bulletin 
 

Volume 2, Issue 4, 2024              ISSN: (E) 3007-1917 (P) 3007-1909 

https://ijssb.org                                                   | Jamal et al., 2024 | Page 1184 

intelligence's effect at human-resource management 

practices across Pakistan's business sector. The data 

was collected  in two cities of Karachi and Lahore, 

Pakistan. Data was collected through closed-ended 

questions created through Google Forms. The 

collected data were analyzed by a software called 

SmartPLS using a method based on partial least 

squares. The dependent variable include Pay and 

Rewards, Performance Evaluation, Education and 

Training, and Hiring & Choosing. The independent 

variables are cognitive. The findings of  the research 

show that there are four important human resources 

management in Pakistani businesses: hiring and 

selection, growth and learning, evaluation of 

achievement, pay, and incentives. The findings 

indicate that artificial intelligence technology will 

have a significant impact on all of these important 

HRM activities in the future. It is also advised to do 

this for Pakistani businesses for increase  technical 

skills usage in their operations, especially in human 

resource management.  

On 2021, Ranjitha and Usha directed research on A 

concentrate on use of Man-made reasoning and its 

difficulties in HR. The essential target of this 

examination paper is to concentrate on the utilization 

of computerized reasoning and to quantify the effect 

of man-made brainpower in HR. The build of this 

study are Absence of talented representatives, 

Monetary boundary, Information security and 

Lawful limitations. Discoveries are The majority of 

the respondents perfer human meeting than PC. 

Greater part of the respondents felt that utilization of 

Counterfeit Intelligence not a lot of influenced on 

work. A large portion of them feels that 

Computerized reasoning makes receuritment less 

expensive. This study uncovers that Man-made 

consciousness won't substitute or supplant HR 

occupations totally. The reserch paper uncovers that 

there is chances of arasing of trust issue among. 

working representatives in the association after 

impletention of Man-made consciousness in HR. 

In 2021, Nir keshitri directed research on Developing 

purposes of computerized reasoning in human asset 

the executives in arising economies in the worldwide 

South: some starter proof. Numerous contextual 

analyses of simulated intelligence apparatuses 

utilized in HRM in these nations in enrolling and 

choosing as well as creating, holding and beneficially 

using representatives have been utilized. 

Discoveries: With simulated intelligence sending in 

HRM and associations can boost output in enlistment 

& choice and arrive at a larger enrollment area. 

Along with computer based intelligence arrangement 

in HRM, abstract standards, for instance, favoritism 

and biasness were less inclined come develop into 

possibly the most important aspect in enlistment and 

alternate of workers. Artifi. Intelligence's sending 

similarly strongly influences the course of events, 

retention, and effective usage of representatives in 

HRM. Research limits/suggestions: artificial 

intelligence is an advancing innovation. Most HRM 

applications have not acquired sufficient AI abilities 

with true insight. Some of them come up short on 

logical premise. Computer based intelligence in 

HRM subsequently presently influences just a 

minuscule extent of the populace in the GS. 

In 2022, Jharna Soni led research on a concentrate on 

the effect of man-made consciousness on human 

asset the executives. Discoveries are Greater part of 

the associations have embraced the artificial 

intelligence in their Human Asset The executives 

rehearses. The respondents have responded 

favorably, indicating how they're probably going 

toward acknowledge a simulated's presentation 

intelligence in different HR phases based 

capabilities. Associations were utilizing, outsider 

programming, internal programming, Ezieka, 

Omnidocs  and so forth being simulated intelligence 

programming in HRM. Association's greater part is 

favorable to the way, simulated intelligence was the 

eventual fate of human resources (HR). Associations 

were not utilizing artificial intelligence depends on 

programming might want to-take on a similar in 

future. 

In 2022 ,  O'Connor W. Scott. At this research named 

Computerized reasoning under human Asset The 

board, the writer obviously says that Human 

intelligence will continue to influence HR leaders 

before very long emphatically. HR experts ought to 

likewise be more mindful of the difficulties that they 

could confront. In this way, to get ready for the fate 

of human asset the executives, experts ought to do 

whatever it takes to learn about the most recent 

developments in the industry and to construct serious 

areas to strength of HR information that, as the 

calling grows, they can elaborate on. 

In 2019, Vatsa Prasanna and Gullamjji Kusuma : In 

this paper named "For Concentrate on an Effect to 
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Man-made reasoning upon Humans Asset The 

executives", that was obviously expressed that the 

joining to Human-Resources rehearses along with 

computerized intelligence based applicant most 

certainly had a most reasonable influence into 

upgrading the structural exhibition. Review portrays,  

simulated intelligence is somewhere in personnel, 

whether it recruitment, preparation, initial 

integration executing inspection, upkeep., etc, yet 

large numbers of the networks are still not 

cooperating well artificial intelligence to that's HR - 

rehearses as a result of its expense related in joining. 

In 2019, Johansson Jennifer and Herranen Senja: In 

that research named "Usage of Computerized 

reasoning in Humans Asset The executives", that was 

referenced Considering the region concerning man-

made intelligence in enlistment was recent and there 

were very few associations that had carried out 

artificial intelligence in all pieces of the enrollment 

cycle. It likewise specifies that the principal 

advantages of man-made intelligence are viewed as 

the fastest quality and disposal of regular errands, at 

the same time significant test was viewed similarly 

the organizations' general preparation In the direction 

of the current innovations. 

In 2019, Albert Christopher: In his study names was 

"Utilization of Computerized reasoning in Humans 

beings Asset The board, the writer said, man-made 

intelligence - centered apps boost worker efficiency. 

This can break down, foresee, analyze and turn out 

to be more skilled resource when figuring into 

representative need and outcomes. Notwithstanding, 

Several were such as safety, capability gap, 

encouragement, integrating capacity, or limited 

illustrated solutions.. The careful supervision of 

Robotic intelligence structures necessitates the 

identification of trustworthy cognitive material 

indices, appropriate implementation strategy, clarity, 

removal of bias, including consideration of 

unintended outcomes. 

In 2028, Barbara van pay: In the articles why man-

made intelligence was reexamining Human 

Resources that was obviously expressed, every once 

the associated to the most part searching for artificial 

intelligence answers to his/her occupation as well as 

they were frightened to allowing a machinical 

substance to deal with the systems of business. By 

involving the computer based intelligence in 

association that could diminish the amount of 

duration required to accomplish this and employing 

an applicants which went after that position, by 

analyzing different up-and-comers, accumulates 

information they rank the competitors by considering 

other data like insight ,range of abilities and so on, to 

track down right individual. Subsequent to resulting 

the ideal suitable to this job second fundamental 

force was meeting, presently daytime simulated 

intelligence talking with programming, for example, 

climb vue, mya are utilized generally. Man-made 

intelligence innovation takes care from obtaining to 

meet with which definitely diminishes the enrollment 

course of events and help to employ right up-and-

comers with capacity to act in unambiguous jobs and 

make situations a lot more straightforward and more 

quickly. 

In 2017, Anupam jauhari: In the articles or paper 

named what artificial intelligence with AI could 

mean for Human-Resources. Man-made intelligence 

was turning out to be progressively significant and 

reshaping the manner in which organizations utilize 

and do each action enlistment is basic for 

professionals as AI innovation will utilize chatbot to 

do movements of every kind, man-made intelligence 

will screen up-and-comers and transmit a notification 

or termination mail among the competitors. 

According to the Delloite fifth-annual global staffing 

trends research for the nation of India, 53% of firms 

are ready to deliver computerized equipment, while 

22% have proactively supplied their instruments. 

In 2017, Administrator Edge: Presently the modern 

time are controlled by trendsetting advancements, 

which are terrifying the global staff members.. 

Regardless of the variety about advancements, we 

able to tell simulated intelligence was the highest 

momentous one. Regardless of the variety about 

artificial intelligence specifically in each and every 

single place, such as a financial institution, a medical 

facility, or safety forth, yet the results successfully 

completed are noteworthy. Since a large number of 

businesses amount are adopting simulated 

intelligence, a country of Hinduism is additionally 

nor a unique situation that emerging companies, 

particularly new ventures, are presently coordinating 

their business with computer based intelligence to 

become more apparent and to take things seriously. 

Some of the initial startups who had coordinated 

that's enterprise associates with simulated 

intelligence in Hisdustan are: ARYA.ai, .cuddle.ai, 
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BOXX.ai, Guzzle, Edge organizations, also Haptic 

which provide a few instances. 

At 2022, Ch jhansi directed research on Man-made 

reasoning in Human Asset The executives. 

Subordinate factors are the executives and 

association while autonomous variable is 

computerized reasoning. This examination was 

descripted and utilized optional information to 

investigation. Auxiliary information has been 

gathered from research papers, distributed materials, 

online sites, HR web journals, and study reports 

distributed by different exploration associations. . 

The examination study plays presumed that a part of 

man-made intelligence is bigger into different 

capabilities done in human asset division by which 

mechanical technology organizations can deal with 

enrollment, employing, dissecting the information, 

gathering the information, diminishing responsibility 

at work environment and enhancing work 

environment productivity. 

In 2022, Akshitha and Preethi led research which title 

is An Investigation of Computerized reasoning and 

its Part in Human Asset The executives. Subordinate 

factors are reqruitment, preparing, execution 

examination and difficulties and opportunity. 

Autonomous variable is man-made brainpower. The 

exploration paper is expressive in nature. The 

scientist was utilized optional information where the 

information was gathered from research papers, 

distributions, sites, HR online journals, study reports 

and so forth. The center target of the review was look 

at the job of computerized reasoning in human asset 

division and figure out the difficulties in HR office. 

The examination study plays presumed that a part of 

man-made intelligence is bigger into different 

capabilities completed in human asset division where 

by mechanical technology organizations can deal 

with enlistment, employing, breaking down the 

information, collecting the information, diminishing 

responsibility at working environment and 

improving work environment effectiveness. 

In 2023, Drs. Franco Gandolfi, Mandeep Kaur, 

Rekha AG, and Resmi AG. Investigation title was 

Exploration upon Man-made reasoning in people 

Asset The board: Patterns and Prospects. This 

research offers an incorporated outline to the 

exploration patterns using a bibliometric that adheres 

to the guidelines set forth by survey. The result of 

term co-event examination features greater part 

research connected with artificial intelligence in 

HRM centers around asset designation, ability 

procurement, and preparing and advancement. 

In 2023.   Alif Yanu Achmad Fianto, Nugroho Riyadi 

, and Dyah O.S. Agustono directed research on Man-

made reasoning in Human Asset The executives 

Practices. This exploration was subjective. 

Information examination done utilizing measurable 

strategies or physically, like gathering information 

and making tables or graphs. This examination 

distinguished a few factors that can impact the 

execution of simulated intelligence in HR The board, 

like strategy, mechanical, and human variables. 

Further exploration can look at these variables all the 

more profoundly and how organizations can beat 

impediments in executing man-made intelligence in 

HR The executives. 

In 2023, Joanna tabor conducted exploration which 

title name is artificial intelligence relinquishment in 

mortal resource operation. The results were 

supplemented with conclusions from quantitative 

exploration conducted on the sample of 50 HR 

professionals. The most visible operation of AI can 

be observed in reclamation and selection although 

other HR processes may also beneit from it. AI can 

ameliorate the work of HR departments. The most 

frequently mentioned advantage was ai possibility to 

automate routine tasks, while the lack of empathy 

and “ mortal ” approach prevailed among 

disadvantages. Many companies have enforced or 

plan to apply AI in HRM in the near future which is 

verified by other studies stating that the operation of 

AI has not advanced as anticipated. 

In 2024, Nishad Nawaz et Al. Conducted exploration 

in the relinquishment of man made technology in 

mortal asset operation practices. Exploration aims to 

identity the implicit beneilts of Al relinquishment. 

Collected 274 workers of information technology 

data in Madras region by a well-organized internet 

based question- naire. Making use of IBM SPSS 

interpretation software and interpretation are utilize 

for evaluation, this investigation motive is new 

exploration frame. The crucial constructs are 

delicacy, robotization, Processing Energy and 

Capability, Real- time experience, individualization, 

and Time- and money-saving, the investigation 

offers a thorough grasp of the anticipated issues 

where enforcing Al in Humans coffers operation and 

the connection between those outgrowth factors. 
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In 2022, Alpana Agarwal conducted research on 

analysis of the causes and effects of AI use in HRM 

on the efficacy of HR systems. In this paper, an 

structure defining the preconditions for HRM's 

adoption of AI is presented. Task-organization-

environment and task-technology appropriate 

frameworks serve as the foundation for the suggested 

method. The approach had been tested using a two-

step partial least squares-based structural equation 

modeling method (PLS-SEM). 

In 2023, Dwivedi Ashish , Srivastava Shefali , 

Subramanian Padmavathy , and Umasankar 

Murugesan conducted research onAn investigation 

on the effects of cognitive technology on Industry 

4.0's modernization of human resources. they used 

dependent variables which are Institutional layout, 

organisational network examination, and 

modernization of employee relations and 

independent variable is Ai applications in HR this is 

include Improving worker satisfaction, measuring 

worker efficiency, optimizing payroll procedures, 

improving safety as well as health, and providing 

feedback in real time. A cross-sectional descriptive 

research design was employed in the present 

investigation. They analyzed the data through SPSS. 

The findings showed that studying hierarchical 

organizations is essential to achieving sustainable 

growth. All five of the AI application areas of HR 

support include personal asset capabilities and ability 

to adapt. Improvements in safety and well-being 

were seen as essential elements of the AI-application 

in HR. 

In 2024, Pandey Jatin and Anterpreet Singh research 

on the challenges and facilitators of artificial 

intelligence adoption in extended HR ecosystems. an 

inductive case study. Key facilitators like upbeat and 

cooperative staff members, robust digital leadership, 

trustworthy HR data, skilled HR partners, and 

comprehensive AI ethics are all examined in this 

study. The investigation also looks at acceptance 

difficulties, such as the incapacity to quickly assess 

employees' emotional states, the inefficiency of HR 

staff members' interactions with digital specialists 

and outside HR partners, and their rejection of AI 

ethics. By using research technique, six types of 

WGD dataset (21 sessions) and survey information 

(27 respondents) were gathered. The results show 

that implementing AI in HRM can greatly improve 

human resources performance and present human 

resource professionals with a wide range of 

intriguing use cases. The HR department as a whole 

and the CHROs in particular need to be prepared to 

welcome AI adoption while maintaining a strong 

focus on AI ethics. 

• Adoption of Artificial Intelligence in HR 

Practices: An Empirical Analysis was the subject 

of research undertaken in 2023 by Panda 

Ansumalini , Pasumarti Subbarao Srinivas  , and 

Hiremath Suvarna. The quantitative research 

methodology used in this study includes the 

following: mean, standard deviation, dependent 

variable (DV), exploratory factor analysis 

(EFA), confirmed factor analysis (CFA), average 

variance extracted (AVE), and evidence factor 

analysis (EFA). Results: Based on the study's 

empirical data, the adoption of AI is significantly 

predicted by both stronger managerial support 

and higher performance desired outcomes. On 

the other hand, there is no substantial correlation 

between competitive pressure and this goal, and 

the adoption of AI is negatively impacted by the 

"employee champion" role. 

 

Chapter 3. The theoretical framework and The 

hypothesis 

3.1 The Theoretical Framework  

To evaluate integrating artificial intelligence in HR, 

use dependent variables as entrepreneurial 

performance, quality of artificial intelligence and 

independent variable is employer reputation while 

the mediating variable is Artificial Intelligence 

adoption.  
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Figure 1. In this framework: 

• QAI and ER directly influence AIA. 

AIA, in turn, influences EP 

 

      3.1 Hypothesis  

H1: The adoption of AI technology in 

recruitment, employee development, and 

performance management has a direct impact on 

employee reputation. 

H2: The use of artificial intelligence in human 

resources is directly connected with the 

organization's perception as an appealing 

employer among employees. 

H3: The adoption and implementation of man-

made technology or artificial intelligence in 

business operations direct impact on 

entrepreneurial performance 

H4: The quality of artificial intelligence is 

directly and significantly related to 

entrepreneurial performance. 

H5: There is a direct correlation among the 

Adoption of man-made technology or AI (AI-

Adoption) in a corporation and the quality of AI 

implementation (Quality AI). 

H6: Growing entrepreneurial performance has a 

direct effect upon the total firm repute. 

       

      Mediation Analysis  

The research on incorporating Robotic 

intelligence (AI) in mgt of human resource  

(HRM) to entrepreneurial achievement, 

conducted a mediating analysis using SmartPLS 

to examine how AI adoption (AIA) influences 

the relationship between the quality of AI (QAI), 

entrepreneurial reputation (ER), and employer 

performance (EP).  

 

Research Methodologies in Chapter 4 

4.1 Research Framework  

This research paradigm are following: 

4.1.1 Research design  

The present study employs a quantitative 

methodology to investigate the differences 

between firms that have implemented AI-

powered systems for human resources and those 

which have never (technical aspects). This study 

is descripted and explanatory research. Research 

is descripted because it describes The present 

state of the incorporation of AI in humans 

resources management practices. Research is 

Explanatory research because it explain the 

relationships between AI integration in HRM 

and entrepreneurial success. Hypothesis testing 

to explore how AI-driven HRM practices impact 

key performance indicators of entrepreneurial 

success, such as employer reputation.  

 

4.1.2 Research Instrument  

Data collected from HR professionals and 

managers from various entrepreneurial firms. To 

evaluate, use instrument like questionnaire that 

is structured and has a rating scale from 01 to 05 

to measure the constructs. Use SmartPLS to 

analyze the data. The research empirically 

investigates the connection among systems that 
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utilize artificial intelligence and the quality of 

artificial intelligence to forecast employer 

reputation using the Smart PLS analysis 

software.  

4.1.3 Pilot Testing  

The validity and reliability of the survey 

questionnaire were evaluated using a preliminary 

investigation or we can said in this investigation 

we also conducted the survey from small group 

of people to evaluation of reliability & validity, 

confirming its strength for further study. A 

preliminary data set of 100 responses from HR 

professionals in Karachi on Ai adoption was 

collected, confirming the survey's validity and 

reliability for a full-scale study. 

 

Codes Variables Items Source 

AI A Artificial 

Intelligence 

Adoption  

3 
Aini, Q, 

Yusuf, A. 

N., 

Rahardja.

U, 

Sunardjo 

A., and 

Wuisan 

Surya , D. 

S. 

Q AI Quality of 

artificial 

intelligence  

3 

ER  Entrepreneurial 

Reputation  

3 

EP Employer 

Performance  

3 

 

4.1.4 Normality testing  
 Kurtosis  Skewness 

AI adoption  -0.481 -0.490 

AI Quality  0.458 -0.639 

Employer 

reputation  

2.066 -1.133 

Entrepreneurial 

performance  

3.853 -1.046 

 

In AI Adoption, Skewness is  -0.490 which 

indicates Slightly skewed to the left. This is close 

to zero, suggesting near-symmetry and Kurtosis 

is -0.481 that's mean Slightly platykurtic (flatter 

than normal distribution), but close to zero, 

indicating near-normal distribution. In AI 

Quality, Skewness: -0.639 which indicates 

Moderately skewed to the left wherese Kurtosis 

is 0.458 it's mean Slightly leptokurtic (sharper 

peak than normal distribution), but close to zero, 

indicating near-normal distribution. In Employer 

Reputation, Skewness is -1.133 it's means 

Moderately skewed to the left, suggesting a 

noticeable but not extreme left-tail. Kurtosis is 

2.066 which describes Leptokurtic (sharper peak 

than normal distribution), indicating more data is 

concentrated around the mean, with some higher 

peaks. In Entrepreneurial Performance the 

Skewness is -1.046 which describes Moderately 

skewed to the left, indicating noticeable left-tail. 

Kurtosis of EP is  3.853 Highly leptokurtic (very 

sharp peak), indicating significant concentration 

around the mean and potential outliers. 

As per above discussion, AI Adoption and AI 

Quality: Both have near-normal distributions, 

with slight skewness and kurtosis values 

indicating minor deviations. Employer 

Reputation and Entrepreneurial Performance: 

These constructs show moderate to significant 

deviations from normality, with notable left 

skewness and high kurtosis indicating sharper 

peaks and potential loutliers. 

4.1.5 Sampling and Gather Data 

Primary and secondary data were both used in 

this investigation. A systematic questionnaire 

was used to collect the primary data. 100 

responders received the questionnaire. The 

secondary information came from electronic 

documents, publications, and reports. A 

reasonable assessment was reached through the 

interpretation and analysis of primary and 

secondary evidence.Prior research by Burn and 

Bush (2006) emphasizes the importance of 

assessing survey questionnaires for validity, 

reliability, and construct quality, when a 

reliability and validity exceeds 3.3, it suggests 

that there may be common method bias present 

in the system (Kock, 2015). The reliability and 

validity values in below mentioned Table are all 

below 3.3, suggesting that there is no common 

method bias in the model.  

4.1.6 Descriptive Analysis  

The descriptive analysis of  Artificial-

Intelligence (AI) and Human-Resource Mgt 

(HRM) as well as application which 

entrepreneurs use, reveals several key insights. 

The study surveyed a diverse group of HR 

professionals to understand their perceptions and 
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experiences with AI implementation in their 

organizations. The majority of respondents 

indicated that AI has significantly improved the 

efficiency of recruitment processes, performance 

evaluations, and employee engagement 

strategies. The data showed that organizations 

utilizing AI tools experienced a notable increase 

in overall productivity and employee 

satisfaction. 

 

4.1.7 Assessment of Measurement Model  

All the data run on SmartPLS so on the basis of 

SmartPLS approach measurements model as 

following: The Average-Variance-Extracted 

(AVE) values obtained were 0.669, 0.673, 0.699, 

and 0.679, all of which were higher than the 0.50 

acceptable level. The statistic value supports the 

notion that each and every study construct is 

valid and reliable. 

 

This figure show the structure that was produced 

for evaluating Cronbach's alpha, extracted 

average variance, and composite reliability is 

show above using the PLS algorithm. Specific 

measurements are made for every design, even 

though the picture showing the factor-loadings 

of the elements to every variable. Three figues 

are utilized to measure employer reputation; they 

are ER1, ER2 and ER3. Three items are used to 

evaluate the quality of artificial intelligence; they 

are referred to as QA1, QA2 and QA3. Similar to 

this, Three items—AI A1, AI A2 and AI A3—

are used to assess the adoption of artificial 

intelligence, and three items—EP1, EP2 and 

EP3—are used to assess entrepreneurial 

performance. 

 

 

4.1.8 Assessment of Structural Model  

Structural model made on SmartPLS which are 

following: 

 

The structural Model shows the values of mean, 

median and p-values which shows the 

relationship between construct. The p-values are 

0.000, 0.376, 0.000, 0.001, 0.004 and 0.000. 

When the statistically significant P-value is less 

than 0.05, the null hypothesis in this case ought 

to be disproved. 

 

R2 (determination's Coefficient) 

 

 R-square 

Quality of Artificial-Intelligence  0.213 

Employer Repu 0.441 

Enterpreneurial Perfor. 0.454 

 

The Diverse degrees of variance are indicated by 

the R-square figures for Employer Reputation 

(0.441),  AI Quality (0.213), and Entrepreneurial 

Performance (0.454). explained by their 

respective independent variables. AI Quality 

shows a modest explanatory power, accounting 

for 21.3% of the variance in its dependent 

variables. Employer Reputation and 

Entrepreneurial Performance exhibit stronger 

explanatory capabilities, explaining 44.1% and 

45.4% of the variance, respectively. These 

values suggest that while AI Quality has a 

weaker relationship with its predictors, 

Employer Reputation and Entrepreneurial 
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Performance models provide more substantial 

predictive insights, highlighting their potential 

robustness in explaining outcomes within their 

domains. 

 

Chapter 5. Data Analysis and Result 

5.1 Respondent Responses 

 

Gender, The larger part of the respondents are 

female (55.75%), with guys constituting 44.25% 

of the respondents. The age bunch 18-27 a long 

time comprises the biggest parcel of respondents 

(59.29%), taken after by the 28-37 age gather 

(30.09%), and in conclusion the 38-47 age gather 

(10.62%). Respondents with a Bachelor's degree 

marginally dwarf those with a Master's degree, at 

52.21% and 47.79%, separately. On the basis of 

experience, the majority of respondents have 1-5 

a long time of encounter (58.41%). Those with 

less than one year make up 17.70%, 6-10 a long 

time constitute 20.35%, and more than 10 a long 

time contain 3.54%. If we talk about designation 

so the foremost common assignments are HR 

Officer (8.85%), HR Official (10.62%), and HR 

Facilitator (10.62%). Other parts such as HR 

Right hand, HR Chief, and different pro and 

administrative positions are less regularly 

spoken to. 

This information gives an outline of the 

socioeconomics and proficient foundations of 

the respondents. 

 

5.2. Descriptive Statistics Analysis  

Descriptive Analysis include observed min, 

mean, and median noted max the St.deviations 

overstretching skewness quantity of findings 

made, The Cramér-von Mises test statistic and p-

values. 

 
As per above table : Employer Reputation, AI-

Adoption, Quality of AI, and Entrepreneurial 

Performance. All constructs have std-deviation 

of one and a mean of zero, indicating 

standardized values. This suggests that the data 

points for each construct are spread around the 

mean by one unit on average. The medians are 

relatively close to zero but show slight variation, 

 Mean 
Media

n 
Observed 
minimum  

Observed 
maximum  

Std. 
deviations 

Excess 
kurtosis Skewness 

Number 
of 

observatio
ns used 

Cramér-von 
Mises test 
statistic 

P values 
for 

Cramér-
von 

Mises 

AI Adoption 0.000 0.126 -2.591 1.727 1.000 -0.481 -0.490 103.000 0.189 0.007 

AI Quality 0.000 0.145 -3.400 1.734 1.000 0.458 -0.639 103.000 0.206 0.004 

Employer 
Reputation 0.000 0.112 -4.158 1.470 1.000 2.066 -1.133 103.000 0.488 0.000 

Entrepreneuria
l Performance 0.000 0.064 -4.797 1.561 1.000 3.853 -1.046 103.000 0.277 0.001 

 

Classification Sub-classification Fq Percent. 

(%)

Gender/ Sex Female 63 55.75

Male 50 44.25

Age 18-27 67 59.29

28-37 34 30.09

38-47 12 10.62

Education Bachelor 59 52.21

Masters 54 47.79

Less than one year 20 17.7

1-5 years 66 58.41

6-10 years 23 20.35

More than 10 years 4 3.54

Designation HR Officer 10 8.85

HR Executive 12 10.62

HR Coordinator 12 10.62

HR Assistant 7 6.19

HR Manager 7 6.19

Training Coordinator 2 1.77%

Admin &HR Officer 1 0.88%

AM-HR 1 0.88%

HRIS 1 0.88%

Recruitment Officer 1 0.88%

HR Associates 5 4.42%

Compliance Manager 1 0.88%

HR Supervisor 1 0.88%

Senior HR Specialist 1 0.88%

HR Generalist 2 1.77%

Talent Acquisition Specialist 2 1.77%

Employee Relations Specialist 2 1.77%

Learning & Development Manager 1 0.88%

Compensation & Benefits Manager 1 0.88%

HR Director 3 2.65%
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reflecting the central tendency of the data. The 

observed minimum and maximum values 

demonstrate a range of data points, with AI 

Quality having the widest range (-3.400 to 1.734) 

and Employer Reputation having a notable 

negative minimum value (-4.158). The skewness 

values for all constructs are negative, indicating 

a leftward skew, with Employer Reputation and 

Entrepreneurial Performance showing more 

substantial skewness. The excess kurtosis values 

vary significantly, with AI Adoption and AI 

Quality close to zero, suggesting a near-normal 

distribution, while Employer Reputation and 

Entrepreneurial Performance exhibit higher 

kurtosis, indicating a more peaked distribution 

with potential outliers. 

The The goodness-of-fit is evaluated using 

Cramér-von Mises test statistics and 

accompanying p-values of the data in the 

direction of an average distribution. For AI 

Adoption as well as AI Quality, test statistics 

(0.189 and 0.206, respectively) and their p-

values (0.007 and 0.004) suggest a slight 

deviation from normality. In contrast, Employer 

Reputation and Entrepreneurial Performance 

have higher test statistics (0.488 and 0.277) and 

very low p-values (0.000 and 0.001), indicating 

significant deviations from normality. The 

substantial excess kurtosis and skewness in these 

constructs further support this conclusion, 

highlighting a more pronounced left skew and a 

sharper peak. These deviations may impact 

analyses that assume normality, necessitating 

data transformation or the use of robust statistical 

techniques to ensure valid results. The number of 

observations (103) provides a solid sample size 

for these tests, reinforcing the reliability of the 

findings. 

5.2.1 Discriminated validity 

The cubic root of the Average Variance 

Extracted (AVE) for each construct should be 

less than the relationships among the variables. 

AI Adoption: Correlation with other constructs 

ranges from 0.536 to 0.773. AI Quality: Highest 

correlation is with Employer Reputation (0.686). 

Employer Reputation: Highest correlation is 

with Entrepreneurial Performance (0.801). 

Entrepreneurial Performance: Shows strong 

correlations with other constructs, especially 

Employer Reputation (0.801). Discriminant 

validity is present if the corresponding square 

root of the AVE for each construct is higher than 

these correlations is supported. Without the AVE 

values, a detailed assessment isn't possible, but 

generally, high correlations suggest potential 

issues with discriminant validity. 

 

5.2.2  Are Variables Reliable and valid? 

The table displays the average variance extracted 

(AVE), composite reliability (Cronbach's alpha), 

and adoption of artificial intelligence (AI) for 

four constructs: employer reputation, 

entrepreneurial performance, AI quality, and 

adoption of AI. The range of Cronbach's alpha 

values, which show strong internal consistency, 

is 0.753 to 0.794. The composite reliability, 

which includes both rho_a and rho_c, shows 

good reliability across constructions with a range 

of 0.757 to 0.876. Aver. Variable Eextr. figure, 

classifying from 0.669 to 0.699, suggest these 

constructs explain between 66.9% to 69.9% to 

the variance under their respective item. Finally, 

these metrics shows robust measurement 

reliability and convergent validity  

 

 
Cronbach's 

alpha 

Composite 

reliability 

(rho_a) 

Composite 

reliability 

(rho_c) 

Average 

variance 

extracted 

(AVE) 

AI Adoption 0.794 0.876 0.873 0.699 

AI Quality 0.759 0.766 0.861 0.673 

Employer 

Reputation 0.753 0.757 0.858 0.669 

Entrepreneurial 

Performance 0.762 0.764 0.863 0.679 

 

AI's Adoption Quality of AI
Employer-

Reputation

Entrepreneurial-

Performance

AI's Adoption 

Quality of AI 0.536

Employer-Reputation 0.555 0.686

Entrepreneurial-

Performance
0.773 0.661 0.801
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5.3  Analysis of  Structural Model 

The analysis of structural Model are following: 

The Path Coefficient refers to the initial samples, 

average, Std deviations (STDEV), coefficient of 

variance (|O/STDEV|), and P coefficients are 

included in the structural model. Which are 

following: 

Several important conclusions about the path 

coefficients and their associated statistics can be 

drawn from the data: AI Adoption -> AI Quality: 

This data findings showing a significant direct 

correlation (O = 0.461, p = 0.000), suggesting 

that increased AI adoption significantly raises AI 

quality. AI Adoption -> Employer Reputation: It 

appears that AI adoption has no direct effect on 

employer reputation since this path is not 

significant (O = 0.082, p = 0.376). AI Adoption 

-> Entrepreneurial Performance: Adopting AI 

dramatically improves entrepreneurial 

outcomes, as seen by the strong beneficial impact 

it has on entrepreneurial performance (O = 

0.497, p = 0.000). AI Quality -> Employer 

Reputation: Employer reputation is positively 

correlated with higher AI quality, according to 

this significant path (O = 0.288, p = 0.001). AI 

Quality -> Entrepreneurial Performance: 

According to O = 0.280 and p = 0.004, here is a 

direct correlation among AI quality & 

entrepreneurial perfor. Implying, superior AI 

leads to more successful entrepreneurial 

endeavors. Entrepreneurial Performance-> 

Employer reputation: The path in question 

exhibits a a favorable impact that is highly 

important (O = 0.409, p = 0.000), suggesting that 

enhanced entrepreneurial performance has a 

substantial beneficial impact on employer 

reputation. In conclusion, the adoption of AI has 

a direct impact on entrepreneurial performance 

and AI quality, but its influence on employer 

reputation is mediated indirectly by these two 

factors. Improving an employer's reputation 

requires both excellent entrepreneurial success 

and high-quality Artificial Intelligence. 

Chapter 6. Discussion  

1. Impact of AI's Quality and Entrepreneurial 

Performance and  Following Adoption 

This research findings demonstrate a strong 

positive correlation between AI adoption and AI 

qualities, as indicated through a P coefficient of 

0.461 (p = 0.000). This suggests, organizations 

integrating AI systems into their HR practices 

can significantly enhance the quality of their AI 

applications. Additionally, AI adoption shows a 

notable positive impact on entrepreneurial 

performance (O = 0.497, p = 0.000). These 

results underscore the potentials for AI to 

transform into driving business efficiency with 

innovation. Through streamlining processes and 

improving decision-making capabilities, AI 

adoption enables firms to achieve better 

entrepreneurial outcomes. 

2. Indirect Effect of AI Adoption on Employer 

Reputation 

Interestingly, the immediate result of 

implementing AI on employer reputation is nor 

important (O = 0.082, p = 0.376). This implies 

that while AI adoption itself does not directly 

enhance how employees perceive the company's 

reputation, its benefits are mediated through 

improvements in AI quality and entrepreneurial 

performance. AI quality (O = 0.288, p = 0.001) 

also entrepreneurial performance (O = 0.409, p = 

zero 0.000) both notably contribute to a positive 

employer reputation. Therefore, organizations 

aiming to boost their reputation should focus on 

ensuring high-quality AI implementations and 

achieving superior entrepreneurial performance. 

3. Function of Arti-Intelligence's Quality in 

improving Entrepreneurial-Performance 

The quality of AI systems have a significant 

direct effect over entrepreneurial effectiveness, 

exhibiting a path coefficient of 0.280 (p = 0.004). 

This indicates that higher quality AI systems, 

Assumption 

(Hypoth)
Co-RELATIONs

Real 

sample (O)

Sample of mean

or Average (M)

Std.deviation

s(STDEV)

T-stats 

(|O/STDEV|)
P-value

H1 AI Adoption ->AI Quality 0.461 0.465 0.091 5.092 0

H2 AI Adoption ->Employer Reputation 0.082 0.085 0.092 0.885 0.376

H3 AI Adoption ->Entrepreneurial Performance 0.497 0.496 0.078 6.375 0

H4 AI Quality ->Employer Reputation 0.288 0.285 0.087 3.318 0.001

H5 AI Quality ->Entrepreneurial Performance 0.28 0.278 0.096 2.908 0.004

H6 Enterpreneurial Performance ->Employer Reputation 0.409 0.404 0.117 3.504 0
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characterized by effective data analysis, 

prediction, and decision-making capabilities, are 

instrumental in enhancing business performance. 

High-quality AI systems provide better insights 

and more reliable outcomes, leading to improved 

strategic decisions and operational efficiency. 

Consequently, businesses investing in the quality 

of their AI systems are likely to see tangible 

improvements in their entrepreneurial ventures. 

4. Discriminant Validity and Construct 

Reliability 

The study's assessment of discriminant validity 

and construct reliability reveals robust 

measurement properties across the constructs 

examined. Good inner consistency is indicated 

by Cronbach's alpha values, which range from 

0.753 to 0.794. The composite reliability 

numbers, rho_a and rho_c, vary from 0.757 to 

0.876, demonstrating strong dependability. The 

measurements of the average variance extracted 

(AVE), which range from 0.669 to 0.699, 

confirm the constructs' convergent validity. 

These metrics collectively support the accuracy 

and consistency of the research tools used and 

ensuring, the findings are based on sound 

measurement principles. 

5. Ramifications for corporate strategy and 

HR procedures 

The study highlights the critical role of man 

made technology in modern HR procedures as 

well as corporate structural strategy. AI-driven 

HR systems not only enhance recruitment and 

performance management but also contribute to 

a positive employer reputation and improved 

entrepreneurial performance. Organizations 

should carefully manage AI implementations by 

addressing challenges such as data privacy, 

talent gaps, and integration issues. Ensuring 

reliable data sets, eliminating bias, and 

considering unintended consequences are 

essential for successful AI deployment. By 

focusing on these aspects, firms can leverage AI 

to drive significant improvements in business 

outcomes and keep an advantage over rivals in 

the marketplace. 

Chapt.7 Conclusions and Suggestions  

7.1 Conclusion  

This research reveals the substantial benefits of 

AI adoption in HR practices, notably enhancing 

entrepreneurial performance and employer 

reputation. AI adoption significantly improves 

AI quality, which, in turn, positively influences 

entrepreneurial performance. These 

advancements collectively contribute to a 

favorable employer reputation. However, the 

direct acceptance of AI's effects on employers' 

reputations is mediated by improvements in AI 

quality and entrepreneurial performance. 

High-quality AI systems are crucial for 

achieving superior business outcomes, 

emphasizing the need for strategic investments 

in AI technology. The findings confirm that 

robust AI integration in HRM drives efficiency, 

innovation, and employee satisfaction, 

ultimately boosting an organization's reputation 

and success. 

The study also emphasizes the significance of 

comprehensive training to humans resources 

professionals for maximize the benefits of AI. 

Addressing challenges like data privacy, ethical 

considerations, and potential biases in AI 

applications is critical for successful AI 

implementation. 

A staged procedure for AI adoption, beginning 

with experiments and eventually growing up, 

ensures smoother transitions and better 

outcomes. Ongoing observation and evaluation 

of mechanical technology system is essential for 

maintain their efficiency as well as relevance. 

Overall, the research highlights how Intelligence 

has the ability to revolutionize Hrm practices, 

offering organizations a pathway to enhanced 

entrepreneurial performance and a stronger 

reputation as an employer. By focusing on 

quality AI implementation and addressing 

associated challenges, businesses can leverage 

AI to achieve significant improvements in their 

operations and market standing. 

7.2 Recommendations  

• Invest in high-quality AI systems that offer 

robust analytical capabilities, adaptability, 

and scalability to enhance business 

performance. 

• Provide comprehensive AI training for HR 

professionals and employees to effectively 

utilize AI tools, understand AI outputs, and 

make informed decisions based on AI 

insights. 
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• Develop and enforce robust data privacy 

policies to protect employee information and 

comply with regulations, ensuring 

transparency in AI decision-making 

processes and eliminating biases in AI 

algorithms. 

• Adopt a phased implementation approach, 

launching small-scale pilot programs to 

evaluate autonomous technology programs, 

spot possible problems, and apply the 

required corrections prior a larger-scale 

deployment. 

• Utilize Using Technology to expedite 

processes related to HR including recruiting, 

evaluating employees, and retention of staff 

reducing time with costs while improving 

accuracy and effectiveness. 

• Establish mechanisms for continuous 

assessment of AI performance and impact, 

tracking key performance indicators, and 

conducting periodic audits to ensure AI 

systems remain effective and relevant. 

• Foster a culture that supports experimentation, 

encourages creative problem-solving, and 

rewards innovative initiatives to drive 

continuous improvement and better AI 

implementation outcomes. 

• Partner with AI experts and vendorsto obtain 

understanding of the latest technologies, 

excellent operations, like industry trends, 

ensuring ongoing support and updates for AI 

systems. 

• Ensure compatibility of AI systems with 

existing software and hardware, aligning AI 

applications with organizational workflows 

for seamless integration and enhanced 

efficiency. 

• Involve employees in the AI adoption process, 

seek their input, and address their concerns 

through clear communication about the 

benefits, goals, and impact of AI, leading to 

higher acceptance and better collaboration 
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