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Abstract- This study examines the impact of technological transformation on HR 

practices in multinational corporations (MNCs) in Visakhapatnam, India. It focuses on 

the adoption of digital HR systems, including e-HRM, AI, learning management 

systems, and digital performance appraisal tools, and their effects on recruitment, 

training, performance management, and employee engagement. Using a descriptive and 

analytical research design, data were collected from 220 employees through a 

structured questionnaire and analysed using percentage analysis, mean, standard 

deviation, and ANOVA. The study also explores differences in employee perceptions 

of technology-driven HR practices across demographic variables. Findings provide 

empirical evidence for aligning digital HR initiatives with organizational goals and 

employee needs, supporting strategic HR decision-making. 
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I.  Introduction 
 

Technological transformation has become a major factor influencing how organizations 

function and are managed worldwide. Human Resource Management (HRM), which 

was earlier limited to administrative activities, has now developed into a strategic 

function with the support of digital technologies. The use of e-HRM systems, artificial 

intelligence, HR analytics, cloud computing, and automation has brought significant 

changes in HR activities such as recruitment, training and development, performance 

appraisal, compensation management, and employee engagement. 

 

Multinational Corporations (MNCs) are leading in the adoption of advanced HR 

technologies to effectively manage employees across different countries and cultures. 

In India, Visakhapatnam has grown as an important industrial, IT, and service center, 

attracting several MNCs from various sectors. Studying the impact of technological 

transformation on HR practices in this regional context is essential for developing 

effective HR strategies that support organizational goals. 

 

Technological Transformation and HR Practices-The concept 

Technological transformation in Human Resource Management involves the adoption 

of digital tools to improve the efficiency and effectiveness of HR functions. The role of 

HR has shifted from traditional administrative tasks to a strategic function supported 

by technology. Modern HR practices use systems such as Applicant Tracking Systems 

(ATS) for recruitment, Learning Management Systems (LMS) for training and 

development, digital performance appraisal tools, and employee self-service portals. 
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These technologies streamline HR operations, reduce administrative workload, and 

enhance employee access to HR services. 

 

Technology-driven HR practices enable data-based decision-making, improve 

transparency, enhance employee experience, and lower operational costs. 

Consequently, technological transformation has become essential for improving 

organizational performance and achieving long-term strategic goals. 

 

Statement of the Research Problem 
Although multinational corporations increasingly rely on digital technologies for 

managing human resources, there is a lack of region-specific empirical studies 

examining their impact on HR practices in developing urban centers like 

Visakhapatnam. Existing research largely focuses on metropolitan regions, leaving a 

gap in understanding how technological transformation affects HR functions in 

emerging industrial and IT hubs. In addition, employee perceptions of technology-

enabled HR practices differ across demographic factors such as age, gender, 

educational background, and work experience. Addressing these gaps, the present study 

investigates the influence of technological transformation on HR practices in 

multinational corporations operating in Visakhapatnam. 

 

Need for the Study 

Rapid digital advancements have transformed HR functions, leading organizations, 

particularly MNCs, to adopt technology-based HR systems. However, limited 

empirical research exists on the impact of these changes on HR practices, especially in 

emerging regions like Visakhapatnam. Given the growing presence of MNCs in the city 

and variations in employee perceptions across demographic groups, this study 

examines technology-driven HR practices to provide empirical support for effective 

HR strategy formulation. 

 

 Objectives of the Study 

1. To assess the level of technological transformation implemented in the HR 

practices of multinational corporations in Visakhapatnam. 

2. To evaluate the impact of technological transformation on key HR functions, 

including recruitment, training and development, performance management, and 

employee engagement. 

3. To examine variations in employee perceptions of technology-enabled HR 

practices across different demographic groups. 

 

Scope of the Study 

The study is confined to selected MNCs operating in Visakhapatnam. It focuses on 

technology-enabled HR practices and employee perceptions. The sample includes 

employees across various functional levels. 

 

Research Methodology  

 Research Design: Descriptive and analytical 

 Sample Size: 220 employees 

 Sampling Technique: Convenience sampling 

 Data Collection: Structured questionnaire 
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 Statistical Tools: Percentage analysis, Mean, Standard Deviation, ANOVA 

 

Limitations of the Study 

 Limited to MNCs in Visakhapatnam, restricting generalizability. 

 Sample may not represent the entire employee population. 

 Responses may be subjective or biased. 

 Focuses only on specific HR technologies and functions. 

 Cross-sectional design may not capture changes over time. 

 

II. Review of literature 
 

 Amany (2025) provides a comprehensive review of how digital human resource 

management reshapes HR practices by integrating digital tools that improve 

traditional HR functions such as recruitment, training, and performance 

management.  

 Ganatra & Pandya (2023) reviewed the impact of Artificial Intelligence (AI) on 

HR practices, demonstrating how AI technologies are progressively embedded in 

recruitment, training, performance evaluation, and employee engagement 

functions.  

 Jabeen et al. (2025) examined the adoption of HR technology platforms and their 

influence on employee engagement and retention.  

 Nicolás Agustín et al. (2022) (as cited in MDPI 2025 review) found that aligning 

HR practices with broader digital transformation initiatives enhances 

organizational performance and innovation.  

 Sadeghi (2024) investigated employee perceptions of AI in HR, noting that while 

AI improves efficiency and reduces bias in HR processes, it also introduces 

concerns related to fairness, job security, and trust.  

 

III. Research Methodology 
 

 Research Design 

The study adopts a descriptive and analytical research design to examine the influence 

of technological transformation on HR practices. 

 

Pilot Study 

A pilot study was conducted to test the reliability and clarity of the questionnaire. 

Necessary modifications were made before administering the final survey. 

 

 Sample Design 

 Population: Employees working in MNCs in Visakhapatnam 

 Sample Size: 220 respondents 

 Sampling Method: Convenience sampling 

 

Data Collection 

 Primary Data: Structured questionnaire using a 5-point Likert scale 

 Secondary Data: Journals, books, reports, websites 
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Statistical Tools Used 

 Percentage Analysis 

 Mean and Standard DeviationAnalysis of Variance (ANOVA) 

 

Research Hypotheses 

 Null Hypothesis-1: Technology is not significantly used in HR practices. 

 Alternative Hypothesis-1: Technology is significantly used in HR practices. 

 Null Hypothesis-2: Technology has no significant effect on HR functions. 

 Alternative Hypothesis-2: Technology has a significant effect on HR functions. 

 Null Hypothesis-3: Employee perceptions of technology in HR do not differ 

across demographics. 

 Alternative Hypothesis-3: Employee perceptions of technology in HR differ 

across demographics. 

 

IV. Data Analysis and Interpretation 
 

 Demographic Profile of Respondents 

Table-1: Gender-wise classification 

Category Number of Respondents Percentage % 

Male 136 62 

Female 84 38 

Total 220 100% 

 

 
Figure-1: Gender-wise classification 

 

Table-2: Age-wise classification 

Category Number of Respondents Percentage % 

Below 30 75 34 

31–40 92 42 

Above 40 53 24 

Total 220 100% 
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Figure-2: Age-wise classification 

 

 

Table-3: Education-wise classification 

Category Number of Respondents Percentage % 

Graduate 101 46% 

       Postgraduate 119 54% 

Total 220 100% 

 

 
Figure-3: Education-wise classification 

 

Table-4: Experience-wise classification 

Category Number of Respondents Percentage % 

Below 5 years 64 29 

5–10 years 90 41 

Above 10 years 66 66 

Total 220 100% 
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Figure-4: Experience-wise classification 

 

ANOVA Analysis 

HR Practice Dimension F-Value Sig. Value Null Hypothesis (Ho) 

Accept/Reject 

Technology-based 

Recruitment 

4.56 0.014 Reject 

Digital Training 5.89 0.004 Reject 

Performance 

Management 

3.78 0.027 Reject 

Employee Engagement 6.34 0.002 Reject 

 

   Interpretation: 

 The F-values and significance levels (p < 0.05) indicate that technological 

transformation significantly affects all measured HR practices. 

 Recruitment, digital training, performance management, and employee 

engagement show significant variation with respect to demographic variables. 

 This confirms that technology-enabled HR practices are effectively implemented 

and influence core HR functions across different employee groups. 

 

V. Findings, Suggestions and Conclusion 
 

Findings 

 Gender: Out of 220 respondents, 136 (62%) were male and 84 (38%) were female, 

indicating a higher representation of male employees in the sample. 

 Age: The majority of respondents were aged 31–40 years (92 respondents, 42%), 

followed by below 30 years (75 respondents, 34%) and above 40 years (53 

respondents, 24%). 

 Education: Most respondents held postgraduate degrees (119, 54%), while 101 

respondents (46%) were graduates. 

 Experience: A large proportion had 5–10 years of work experience (90 

respondents, 41%), followed by above 10 years (66 respondents, 30%) and below 

5 years (64 respondents, 29%). 
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Suggestions 

 Invest in AI recruitment, LMS, and digital performance tools to improve HR 

efficiency. 

 Conduct digital literacy and system-use training across all experience levels. 

 Align HR practices with employee demographics for higher engagement. 

 Continuously collect employee feedback to improve technology adoption. 

 Support less tech-savvy employees through mentoring and simplified tools. 

 Focus HR tech on strategic outcomes like engagement, retention, and performance. 

 Expand studies to other regions/sectors and conduct longitudinal analysis. 

 

VI. Conclusion 
 

Technological transformation significantly impacts HR practices in MNCs in 

Visakhapatnam. AI-based recruitment, LMS, digital performance management, and e-

HRM tools improve efficiency in recruitment, training, performance, and engagement. 

Employee perceptions vary by age, education, and experience, highlighting the need 

for tailored HR strategies. Overall, technology enhances decision-making, 

transparency, and operational efficiency. 

 

Scope for Future Research  

Future studies can broaden the scope by including other cities and regions to compare 

the adoption of HR technologies across different industrial and IT hubs. Research can 

also examine variations across sectors such as IT, manufacturing, and services to 

identify sector-specific trends. Longitudinal studies could provide insights into how 

technology adoption and its impact on HR practices evolve over time. Additionally, 

exploring advanced HR analytics, AI-driven decision-making, and predictive tools can 

reveal their effects on employee performance and engagement. Finally, future research 

can focus on the influence of digital HR initiatives on employee satisfaction, retention, 

and organizational culture. 
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