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Abstract— The introduction of new innovations is seen as a crucial element in helping business firms 

adapt to change in a competitive business condition. Artificial intelligence, the internet of things, 

robotics, and transaction processing are just a few of the innovations that have accelerated 

development in the workplace. Improved communication technology enables businesses to maintain 

constant contact with their workers, distributors, buyers, and distributors, but it has also presented 

numerous challenges for businesses looking to gain an advantage. 

The deployment of the Internet of Things and other technologies allows for more effective resource 

distribution, 24/7 connectivity, and improved service delivery. The IoT makes it possible to gather 

large amounts of data, store them, and handle them so that the participants may use them to make 

better decisions. Additionally, businesses are utilising digital technologies to increase cooperation, 

manage work effectively, and create a better working environment to boost employee productivity. 

The advanced organisation considers improving the overall productivity of individual capital to be the 

primary responsibility of human resource division. As a result, through the use of IoT and other 

associated technology, HR executives and directors are searching for specific patterns on the overall 

growth of skill set, competences, and other elements in order to effectively sustain having realized the 

mission of the company. 
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The primary goal of the study is to evaluate how collaborating AI technologies and digital innovations 

in general have impacted the development of a better organisational ecosystem. It also aims to 

comprehend how IoT adoption has improved the effectiveness of human capital inside the business. 

The study is empirical in nature, and the writers will gather the information from the respondents to 

carry out a thorough analysis. A critical analysis is then done using “Descriptive Statistics, 

Correlation Analysis, and Regression Analysis”. 

 

Keywords— “Artificial Intelligence”, “Internet of Things”, Environment Ecosystem, “Human 

resource management”, Multiple regression analysis. 

 

Introduction  

The overall increase in innovation and technology has resulted in enhanced shift on the way business is 

being conducted. Technology has transformed the place where individuals work and use these tools for 

enhancing their efficiency. Technology is focused in providing quick access to large volume of data, 

support in making critical analysis and present dynamic reports for better decision making (Nawaz, 

2020). Hence, the effective application technology is highly critical for achieving competitive edge, 

managers are now focusing in investing in technology so as to support their team members to perform 

their task efficiently and enable in realising the overall goals of the organisation.  

The business enterprises are considered as the entity which channelises the efforts of its members in 

order to create products and services to meet the needs of the customers, in the current digital 

environment the process remains the same, however the management is highly poised in using the 

technology to enhance competitiveness, reinforce in creating better ecosystem and also explore new 

markets at lesser cost (Pillai, & Sivathanu, 2020). Hence, the implementation of technology is involved 

in impacting very aspect of the work, work ecosystem and other aspects in the business, furthermore it 

is used to enhance the overall productivity and efficiency of the employees.  

Human resource management has taken a strategic position and is considered as the integral part of the 

business and support the management in taking strategic decisions. The application of digital 

technology, which are mainly stated as digital HR, has been forcing the management in enhancing the 

overall efficiency of the employees, support the organisation to achieve more productivity and enable 

in achieving the goals of the organisation (Stanley & Aggarwal, 2019). Techno centric HR 

management has resulted in modernising the ecosystem of the business, enrich the skills and 

capabilities of the employees and improve the performance of organisation effectively. Hence, the role 

of technology in the organisation has enabled in optimising the business ecosystem and performance of 

the employees.  

The human resource department in the current organisational environment focuses in managing the 

human capital effectively though the application of technology. The integration of various 

communication and other related tools tend to integrate the individuals who are scattered across the 

globe, address the issues related to efficiency and optimise the allocation of resources for enhanced 

performance. Furthermore, the application of technologies enables in addressing the wellness of the 

individuals, create flexible work timings, support in enhanced tracking of performance, plan for 

training and development to harness new skills, optimise resources and enhance efficiencies (Jia et al., 

2018). The digital HR aspects like artificial intelligence, robotics, IoT, process automation etc. supports 

the management in managing their human capital in an effective manner. The collaboration of 

technology and human resources management has created a major impact on other business functions 

as the human capital are integrated. It also enables in managing the organisational ecosystem which 

provides the necessary resources to accomplish the task as per the goals of the organisation.  

With the advent of data and digital technology there is an enhanced development in the globalisation 

and achievement of organisational goals. The management of many business enterprises are now 

looking to unleash the potential of digital technology in embracing the human resource strategy. The 

enhanced implementation of technology has enabled in easier connection among the employees, 

eliminating the boundaries between the different geographical locations and collaborating with 

individuals at any point in time. The IoT is stated as the key aspect which tend to source various 

information about the external environment and process them for taking quick decisions. It is 
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considered as a key measure in collecting different categories of information within the organisation 

and outside so that it can be processed for effective decisions (Boon et al., 2019). The IoT has enabled 

the organisation in storing and managing large amount of data, collect the current skill set of the 

employees, their performance and ability to meet the goals of the self and team. The application of IoT 

technology also supports in quantifying the employee activities like their efficiency in performing the 

task, time taken to complete the given task, measure productivity every month, also understand their 

work life balance, health and wellness aspect and thereby support in creating better ecosystem in the 

business enterprises (Barman, 2018). The digital HR also support in identifying process efficiencies, 

implement innovation in the process and support in enhancing growth of the organisation in a 

sustainable manner. Hence it is vital for the HR professionals to apprehend the potential power of IoT 

and other tools so as to optimise the performance and efficiency of the employees in the organisation.  

This study is made in order to understand the role of digital technologies and AI for creating ecosystem 

in the business enterprises and also optimise the IoT in enhancing the performance of the employees. 

The IoT technologies can be applied in different aspects like the Creation of collaborative ecosystem, 

flexible working system, manage the health and wellbeing of the employees and supporting in 

innovation and creativity in the business process. Hence, this study is to understand the role of these 

aspects of IoT in optimising the performance of the employees in the organisation. 

 

Review of Literature  

Artificial intelligence advancements can assist businesses of all sizes in achieving their development 

objectives. Although not limited to application development, artificial intelligence has a presence in 

many fields (Vinichenko et al., 2019). It frequently includes subjects like the humanities, brain science, 

math, and even pertinent hypothetical knowledge and abilities in clearly defined realms of 

implementation, including compiling life experiences in related areas. Furthermore, at the hypothetical 

level of knowledge, artificial intelligence has a diverse range and nature and will not belong in any one 

field. human resources The Board organises, correlates, controls, and supervises predominantly 

delegate practise through a range of ways and approaches with the eventual purpose of enabling the 

activity to get the greatest results. 

At the heart of traditional human capital, leaders rely on thriving corporate interests and human 

resources management, ignoring the need to improve human capacity and the link between individual 

development and business development. In the internet age, human resources, the boards of today's 

companies, should pay more attention to the needs of marketing gifts, from the focus of leaders to 

entrepreneurs (Valanarasu, 2019)  The human advantage of leaders is extremely crucial for business 

development. It is an important part of a good business for leaders and also an important reason to keep 

things running. Therefore, reasonable techniques should be used to improve the board's skills and level 

and to promote the continued financial development of companies. In the age of the information 

economy, human resources are a source of progress and information improvement (Jain, Yadav & 

Shrivastava, 2019). To improve the focus on reseller training, efforts must increase the cost of human 

capital for managers, improve the character of employees while understanding reseller inventory and 

business development. 

Through the barriers to humans and artificial intelligence to be overcome during the innovation process 

and the basic brainstorming and development activities to be implemented, we can create a framework 

for potentially creative applications of artificial intelligence in the innovation process (Jain, & Pandey, 

2019). To understand the potential of artificial intelligence, we need to identify where artificial 

intelligence can help and replace human decision-making to drive innovation. There are four possible 

areas where human decision-making can theoretically be supported: (1) develop ideas beyond the 

boundaries of information processing. (2) generate ideas beyond the boundaries of information 

processing. (3) develop ideas beyond local research routines. and (4) generate ideas beyond local 

research practices. Artificial intelligence systems with this capability will primarily be able to support, 

rather than completely replace, people in the innovation process, as they play a supportive role by 

processing more information and not benefiting from it, supporting the whole innovation process 

(Morley et al., 2019). These artificial intelligence systems can therefore help people overcome the 
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limitations of cognitive information processing, which often prevents them from fully examining large 

amounts of data and paying attention to multiple data sources. 

A new business model has emerged with the integration of blockchain and IoT, as well as AI and IoT. 

In reality, autonomous vehicles cannot be viable solutions unless the IoT and AI collaborate closely. 

We will soon be able to ride in an autonomous automobile that makes use of AI and IoT (Furman & 

Seamans, 2019). This model will undoubtedly mark the beginning of the end for decision theory, 

optimization theory, and the computer sector. Smart sensors drive the sensors utilized by the autos to 

acquire real-time data, while artificial intelligence algorithms control the decision-making technology. 

Deep learning and AI-based technologies use this data to conduct important actions and come to smart 

choices. 

Research methodology  

The descriptive research design will be used by the researchers to achieve the study's goal because it 

allows the researchers to delve deeper into the subject. Since IoT is increasingly being used in human 

resource management, it is crucial to investigate how IoT and AI might be utilized to improve the 

effectiveness of human capital inside a company. 

The authors intend to collect the information from select companies in India, both “primary data and 

secondary data” sources are collated for the study, the primary data is made through the issue of 

questionnaires to the employees working in select companies, closed ended questions were shared to 

the respondents and their responses were collated. Nearly 220 questionnaires were issues and of which 

only 189 completed data were received. “Convenience sampling method” is used in order to select the 

respondents, secondary data source like Scopus online database, EBSCO, Google scholar etc (Ciuriak, 

2019).  

The overall development and implementation of digital technologies in the human resources domain 

are discernible, as it supports in improving the optimising the performance of employees, support in 

process efficiencies and achieve better growth and development (Jain, & Pandey, 2019). The HR 

managers are highly poised in addressing the performance management issues, provide training and 

development to upgrade their skills, achieve efficiency and productivity and create better 

organisational ecosystem in an effective manner(Panwar et al., 2021).  

The statistical analysis is performed using SPSS package, which will be applied to test the relationship 

between the variables, measure the regression coefficients and other analysis for inferring the data. 

Analysis and Interpretation 

The part of the study focused in performing detailed statistical analysis using the SPSS package, the 

“independent variables” considered for the study are: Creation of collaborative ecosystem, flexible 

working system, manage the health and wellbeing of the employees and supporting in innovation and 

creativity in the business process and the dependent variable is stated as optimising the human 

resources in organisation (Armour,  & Sako, 2020). The analysis part is divided into three sections, the 

first section provides the percentage rate analysis, second part involves in stating the correlation 

analysis among the dependent and independent variables, third section enables in stating the regression 

analysis. 

Table I. Percentage rate analysis of the demographic variables 

(Source: Created by the Researchers)  

 

Respondents Gender Freque

ncy 

Percent 

Male 121 64 

Female 68 36 

Respondents Age Freque

ncy 

Percent 

21 - 25 Years 37 19.6 

25 - 30 Years 88 46.6 

30 - 35 Years 44 23.3 
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35 - 40 Years 20 10.6 

Education Freque

ncy 

Percent 

Completed 

Undergraduate course 

52 27.5 

Completed 

Postgraduation course 

104 55 

Completed Professional 

course 

33 17.5 

Organisation working Freque

ncy 

Percent 

Top 500 companies 128 67.7 

Not top 500 companies 61 32.3 

Designation Freque

ncy 

Percent 

Operations Manager 59 31.2 

Human resource 

executives 

83 43.9 

Human resource 

manager 

47 24.9 

Experience Freque

ncy 

Percent 

1 - 4 years 64 33.9 

4 - 8 years 49 25.9 

8 - 12 years 27 14.3 

12 -16 years 13 6.9 

More than 16 years 36 19 

 

Table 1 of the analysis shows that 64% of the respondents were male and 36% were female, and that 

46.6% of the respondents were between the ages of 25 and 30 years, 23.3% were between the ages of 

30 and 35 years, 19.6% were between the ages of 21 and 25, and 10.6% were between the ages of 35 

and 40 years. 55% of the respondents have finished post-graduate coursework, 27.5 % have finished 

undergrad coursework, and the remaining 17.5 % have finished professional coursework. 67.7% of the 

respondents have stated that they are working in top 500 companies and remaining 32.3% of the 

respondents stated that they are not working in such companies. 43.9% of the respondents of them are 

human resource executives, 31.2% of the respondents have stated that they are currently working as 

operations manager and remaining 24.9% of them are human resource manager. 

Table II: Data pertaining to state that AI supports in creating Ecosystem 

(Source: Created by the Researchers)  

 

AI creating Ecosystem Freque

ncy 

Percent 

Strongly Disagree 13 6.9 

Disagree 17 9 

Neutral 32 16.9 

Agree 70 37 

Strongly Agree 57 30.2 

Total 189 100 
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Table 2 shows that, while 37% of respondents agreed with the assertion that AI fosters the 

development of a better environment, only 30.2% strongly agreed. Thus, it should be emphasised that 

roughly 67% of respondents were in favour of AI helping management maintain and enhance 

ecosystems. 6.9% of respondents have severely disagreed, 9% have disagreed, and 16.9% are neutral. 

 

 
Fig 1: Chart pertaining to state that AI supports in creating Ecosystem 

(Source: self-developed) 

 

Table III: Data pertaining to state that IoT enables in optimizing the human resources in organization 

(Source: Created by the Researchers)  

 

IoT Optimisation in HR Freque

ncy 

Percent 

Strongly Disagree 15 7.9 

Disagree 16 8.5 

Neutral 31 16.4 

Agree 66 34.9 

Strongly Agree 61 32.3 

Total 189 100 

 

Based on Table 3, it can be seen that 34.9% of respondents agreed with the statement that IoT makes it 

possible to optimise human resources in business enterprises, and 32.3% strongly agreed. This means 

that 67.2% of respondents have a very positive opinion of the role that IoT plays in improving personal 

resources. 8.5% of them disagreed with the statement, 7.9% of them completely disagreed, and 16.4% 

of them were neutral. 

 

 
Fig 2: Chart pertaining to state that IoT enables in optimising the human resources in 

organisation 
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(Source: self-developed) 

 

This part of the analysis states the overall Karl Pearson’s coefficient of correlation between the 

independent variables and dependent variable. 

 

 

 

 

Table IV: Correlation analysis 

(Source: Created by the Researchers)  

 

Correlati

ons 

Creat

ion 

of 

colla

borat
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ecos

yste

m 

Flexi

ble 

work

ing 

syste

m 

Man

age 

the 

healt

h and 

wellb

eing 

of 

the 

empl

oyee

s 

Supp

ortin

g in 

inno

vatio

n and 

creati

vity 

in 

the 

busin

ess 

proce

ss 

Opt

imi

sin

g 

hu

ma

n 

res

our

ces 

in 

org

ani

sati

on 

Creation 

of 

collabora

tive 

ecosyste

m 

1 .901

** 

.852

** 

.873

** 

.83

3** 

Flexible 

working 

system 

.901

** 

1 .859

** 

.873

** 

.83

7** 

Manage 

the 

health 

and 

wellbein

g of the 

employe

es 

.852

** 

.859

** 

1 .854

** 

.77

1** 

Supporti

ng in 

innovatio

n and 

creativity 

in the 

business 

process 

.873

** 

.873

** 

.854

** 

1 .81

2** 

Optimisi

ng 

.833

** 

.837

** 

.771

** 

.812

** 

1 
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human 

resources 

in 

organisat

ion 

 

This intends to provides the linear regression analysis of the information, this is intended to understand 

the nature of association between the variables considered for the analysis. 

 

 

Table V: Calculation of R squared value 

 

R R Square 

.862a 0.744 

 

Table 5 of the analysis shows that the coefficient of determination, or R squared value, is 0.744, or 

74.4%. Since the chosen model is said to be the best fit when the value of R squared is greater than 

0.70, the current value indicates that the data is the best fit and can be used for even farther analysis. 

Table VI: Regression weights 

(Source: Created by the Researchers) 

 

Regressi

on 

B Std. 

Error 

Beta t Sig. 

(Constan

t) 

0.09

3 

0.17

1 

 0.54

6 

0.5

85 

Creation 

of 

collabora

tive 

ecosyste

m 

0.31

7 

0.10

1 

0.30

5 

3.15

2 

0.0

02 

Flexible 

working 

system 

0.34 0.09

4 

0.35

2 

3.59

8 

0.0

00 

Manage 

the 

health 

and 

wellbein

g of the 

employe

es 

0.02

1 

0.08

4 

0.02

1 

0.25

5 

0.7

99 

Supporti

ng in 

innovatio

n and 

creativity 

in the 

business 

process 

0.22

9 

0.09

2 

0.22 2.48

6 

0.0

14 

F Value 133.

445 
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Sig. .000

b 

    

 

 From table 6, the regression equation can be stated as follows: 

Y (Optimising human resources) = 0.093 + 0.317 x Creation of collaborative ecosystem + 0.340 x 

Flexible working system + 0.021 x Manage the health and wellbeing of the employees + 0.229 x 

Supporting in innovation and creativity in the business process 

The regression equation shows that all the independent variables tend to possess a positive influence 

on the optimisation of human resources in the organisation 

Furthermore, the F value is 133.445 and the significance value is 0.00, which is less than 1% level 

of significant hence the data are statistically different.  

Confirmation of the hypothesis 

Based on the analysis stated in the above section, the hypothesis results are stated as follows 

Table VII:  Results of the hypothesis 

(Source: Created by the Researchers) 

 

Hypothesis P value Accept 

/ Reject 

There is a significant 

difference between the 

creation of 

collaborative ecosystem 

through IoT and 

optimising the human 

resources in the 

organisation 

0.00 Accept 

There is a significant 

difference between the 

Flexible working 

system through IoT and 

optimising the human 

resources in the 

organisation 

0.00 Accept 

There is a significant 

difference between the 

Manage the health and 

wellbeing of the 

employees through IoT 

and optimising the 

human resources in the 

organisation 

0.799 Reject 

There is a significant 

difference between the 

Supporting in 

innovation and 

creativity in the 

business process 

through IoT and 

optimising the human 

resources in the 

organisation 

0.014 Accept 
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Conclusion 

The use of the Internet of Things and the like provides a better distribution of resources, connects 

people at any time of the day and effectively improves the service provided. IoT enables large amounts 

of data to be collected, stored and managed so that it can be made available to stakeholders for better 

decision-making. Human resource management has a strategic position and is considered an integral 

part of the business and supports the management in making strategic decisions. The use of digital 

technology, primarily defined as a digital human resource, has forced management to improve the 

overall efficiency of employees, help the organization achieve higher productivity and help achieve 

business goals. 

Digital aspects of human resources, such as artificial intelligence, robotics, IoT, process automation, 

etc. support the management of efficient human capital management. The collaboration between 

technology and personnel management has had a significant impact on other business activities as 

human capital is integrated. It also helps manage the organizational ecosystem and provides the 

necessary resources to implement the project in line with the organization's goals 
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