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Abstract:  

As Chennai’s IT/ITES sector continues to evolve at the intersection of digital 

innovation and human capital development, this research explores the combined impact of 

AI-enabled HR practices and inclusive workforce strategies on employee engagement and job 

satisfaction. Leveraging insights from 230 participants comprising both HR professionals and 

general employees, through a stratified purposive sampling method, the study analyzes the 

direct and mediating effects of HR technology and workplace diversity on key employee 

outcomes. Using validated tools, the Utrecht Work Engagement Scale (UWES-9) and the Job 

Satisfaction Survey (JSS), statistical analyses revealed that both AI-driven HR systems (β = 

0.61) and workforce diversity (β = 0.64) significantly boost engagement levels. Engagement, 

in turn, emerged as a powerful mediating factor (β = 0.68) that links these organizational 

practices to improved job satisfaction. Specifically, 67% of AI's impact and 71% of 

diversity’s impact on satisfaction are channeled through engagement. These results 

emphasize the necessity of integrating smart HR technologies and promoting diversity and 

ensuring these efforts genuinely engage employees. In a sector fueled by constant innovation, 

achieving sustainable employee wellness and retention depends on the synergy between AI 

efficiency and inclusive organizational culture, which play a vital role in fostering 

motivation, fulfillment, and long-term performance.  

Keyword: AI-Driven HR Practices, Workforce Diversity, Employee Engagement, Job 

Satisfaction, Inclusive Human Resource Management, Workplace Wellness, IT/ITES Sector, 

Organizational Psychology.  

1. Introduction:  

1.1 The Evolving Landscape of Wellness in IT/ITES 

 In today's tech-centric workplaces, true wellness is not just about gym memberships 

anymore – it is the whole package: mental, emotional, and professional thriving. Forward-

thinking companies are realizing that when people feel genuinely well and engaged, magic 

happens: productivity rises, innovation sparks, and talented folks stick around. This is 

especially crucial in the high-pressure world of India's IT and ITES sectors. Here, HR teams 

face a real challenge: how do you support employees meaningfully in such a demanding 

environment? Enter AI. It's transforming HR, bringing smart tools for hiring, reviews, 
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personalized learning, and instant feedback. While these streamline tasks, they also spark 

important questions: Can algorithms truly understand people? Are they fair? Where does the 

essential human connection fit in?  

1.2 Role of AI and Inclusion in Employee Experience  

Alongside tech, diversity has rightfully become a business priority, fueling fresh ideas 

and creativity. But simply having a diverse team is not enough. If people do not feel truly 

included, like they belong and their voice matters, it can backfire, leading to disconnection. 

The sweet spot for real workplace wellness? It's where smart tech meets genuine empathy. 

Imagine AI used thoughtfully, plus inclusive practices that make every individual feel seen 

and heard. This is where employee engagement becomes the vital connector. It's the spark 

that links high-tech HR tools and diverse teams to something deeply personal: genuine job 

satisfaction.  

1.3 Objectives and Significance  

Our study zeroes in on Chennai's vibrant IT/ITES scene – a fascinating mix of 

cutting-edge digital change and rich local culture and traditions. We looked hard at the 

numbers to understand: How do AI-powered HR practices and a truly diverse workforce 

actually boost job satisfaction? And crucially, how does engagement make that link work? 

The goal? To uncover practical ways modern businesses can use tech and inclusion not just to 

make HR run smoother, but to build workplaces that are resilient, healthy, and truly high-

performing. By shining a light on engagement as the engine driving wellness and satisfaction, 

this research adds valuable insights to the conversation about sustainable HR. It gives leaders 

real guidance for navigating the future of work in India's fast-moving tech economy.  

2. Literature Review: 

 In today’s shifting work landscape, we are seeing a fresh take on how AI-powered 

HR tools, diverse teams, and genuine employee engagement all tie into workplace wellness. 

It’s becoming clear: caring for your team’s well-being isn’t just the right thing to do it is a 

serious competitive edge. Take fast-moving fields like IT and IT-enabled services, where 

high performance often walks hand-in-hand with stress and burnout. Here, supporting 

wellness isn’t a perk; it is essential fuel for sustaining productivity. Companies in Chennai’s 

buzzing IT/ITES hub are already tapping into AI to tailor HR tasks think smarter hiring, 

personalized learning paths, and real-time feedback while also nurturing diverse, inclusive 

workplaces. But the real magic? It happens when these systems listen to human needs. 

Diversity without true belonging, or automation without heart, can leave people feeling 

disconnected. Our research digs into how blending tech and inclusivity the right way boosts 

job satisfaction by lighting a fire under employee engagement. It’s a playbook for building 

workplaces where AI lifts people, health and motivation take centre stage, and success isn’t 

just measured in code, but in thriving teams.  

2.1 AI in Human Resource Management: 

  Research highlights the strategic importance of AI-driven employee experience 

platforms for boosting engagement in India's tech firms. Kumar and Rao (2024) demonstrate 
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that these platforms, integrating personalized onboarding, adaptive learning paths, and 

sentiment analysis, transform HR's ability to understand and address employee needs. Their 

study of Indian tech companies shows AI systems streamline HR operations while fostering 

stronger emotional connections. By enabling real-time feedback and customized 

development, these platforms significantly enhance perceived fairness, motivation, and goal 

alignment. Crucially, effectiveness depends on transparent deployment and cultural 

awareness, indicating that technological innovation requires empathetic leadership to sustain 

high engagement. These findings confirm that in evolving digital workplaces like Chennai's 

IT/ITES sector, AI must move beyond automation to actively enable human-centric 

engagement strategies. AI is not just knocking on HR's door anymore – it is rearranging the 

furniture. From smart chatbots handling routine questions to algorithms predicting burnout 

risks, these tools are revolutionizing how companies support their people. Imagine 

recruitment that spots potential beyond resumes, training that adapts to your learning style 

overnight, or feedback that arrives not just annually but in real-time pulses (Meijerink et al., 

2021). For Chennai's high-speed IT/ITES sector, this is not just convenient; it is survival gear 

in a race where agility makes or breaks success. Yet here's the catch, many forward-thinking 

HR leaders whisper about: when efficiency becomes the only drumbeat, we risk losing the 

human rhythm. If every interaction – from performance reviews to career guidance – gets 

filtered through cold analytics, employees start feeling like entries in a spreadsheet. That 

creeping sense of being "processed" rather than understood? It quietly chips away at trust. 

Engagement dwindles. And suddenly, the very tools meant to boost well-being become silent 

saboteurs of workplace morale. True, lasting productivity doesn't come from perfectly 

optimized systems alone. It blooms where emotional intelligence meets innovation. 

Sustainable well-being needs HR practices where algorithms do not replace empathy but 

amplify it. Think of it as digital craftsmanship: weaving AI into a larger tapestry of human 

connection, inclusive conversations, and genuine care. The organizations getting this right 

aren't just deploying tech – they're building cultures. Cultures where people feel seen by their 

data, not reduced to it; where automated reminders about mental health resources lead to 

actual human check-ins; where diversity metrics translate into daily experiences of belonging. 

This powerful fusion silicon efficiency with soulful understanding creates something 

irreplaceable: workplaces where respect is not automated but authentically felt, laying the 

bedrock for real satisfaction and resilience.  

2.2 Workforce Diversity and Inclusion: 

 Workforce diversity is not just a nice-to-have on the company brochure anymore; it is 

straight-up business fuel for innovation, bouncing back from challenges, and keeping your 

people genuinely well. Plenty of companies nail the "diverse hiring" part, but the real magic? 

That kicks in only when you pair it with real, everyday inclusion. Study after study shows 

teams mixing different ages, genders, ethnicities, and cultures simply out-innovate and out-

think the homogenous ones (Robbins & Judge, 2019). In Chennai’s buzzing IT/ITES scene, 

where project teams stretch across the globe and time zones, this mix is pure gold. But here’s 

the kicker: diversity without true inclusion? It actively drains morale and chips away at 

wellness. Think of inclusion like this: It’s not just about having a seat at the table; it is about 

feeling truly heard, respected, and accepted for who you are once you are there (Shore et al., 
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2011). When folks from minority groups feel sidelined or ignored in decisions, guess what 

follows? Checked-out minds and a serious satisfaction slump. As Jackson et al. (2003) 

pointed out, diverse teams need leaders who actively foster inclusion – folks who can 

navigate differences and unlock that incredible group potential. Why? Because genuine 

inclusion builds psychological safety – that make-or-break feeling that lets people engage 

fully and thrive at work (Kahn, 1990; Edmondson, 1999). And the practical stuff matters 

hugely too. HR practices built for inclusion – like fair performance reviews free of hidden 

biases, targeted mentorship for underrepresented talent, and leaders genuinely open to 

hearing concerns – are proven boosters for both job satisfaction and retention (Rao & 

Thomas, 2020). Even when using cool AI tools to support diversity goals, we gotta watch 

out: algorithms can accidentally bake in old biases if we are not careful, making existing 

unfairness worse, not better (Lee & Chen, 2022). The bottom line? Winning organizations 

move way beyond just counting heads or ticking diversity boxes. True workplace wellness 

blossoms when diversity meets deep-rooted inclusion and that powerful feeling of being seen. 

In spaces like that, people don’t just feel valued they feel empowered to bring their whole 

selves, bridge differences through real collaboration, and truly bloom in their careers. Getting 

this trio right – diversity, inclusion, and well-being – is not just nice; it is the rock-solid 

foundation for building workplaces that last and truly perform.  

2.3 Employee Engagement:  

Think of employee engagement as the living bridge between company systems and 

real human thriving at work. When people are truly engaged, they do not just show up – they 

bring their hearts. They’re emotionally invested, bounce back from setbacks, and find deep 

motivation in their work itself. This powerful combo does not just boost output; it actually 

builds a healthier, more resilient workplace culture (Bakker & Demerouti, 2008; Saks, 2006). 

Nowhere is this more crucial than in Chennai’s high-pressure IT/ITES grind, where 

engagement is a frontline defense against burnout and a direct path to genuine job 

satisfaction. Smart AI in HR, if it is built with genuine care, can actually fuel this. Imagine 

personalized onboarding that feels welcoming, feedback tools that help you grow (not just 

grade you), or performance tracking that’s transparent and fair. Used right, these tools can 

make people feel more included, not less (Zhang & Zhu, 2023; Kapoor & Patel, 2023). But 

here’s the thing research keeps shouting: engagement is not sparked by shiny tech alone. It 

ignites when digital tools actually get what people need – emotionally and mentally. Take AI 

that suggests career moves or checks in on your stress levels: this can make employees feel 

genuinely supported... if it is done openly and trustworthily (Lee & Chen, 2022). Flip the 

script? Push too much cold automation without real human connection, and you drain the 

emotional life out of work. People tune out. The vibe turns sterile. Tech in HR must be a 

wingman to human connection, never a replacement. And let's not forget inclusion's 

superpower here. Studies like Garg and Dhar (2020) show something powerful: folks from 

diverse backgrounds engage deeply when they feel truly empowered and know their voice 

carries equal weight. Likewise, companies that nurture real trust and a shared "why" – a 

common purpose – pull everyone in, regardless of role or background. People commit fully 

when they feel they truly belong (Saks, 2019). AI’s rise in HR isn’t just about efficiency it is 

reshaping what employees expect. Tools like real-time feedback apps or personalized career-
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path algorithms cater to tech-savvy workers craving transparency (Parry & Strohmeier, 

2014). So, at its core, engagement is the golden thread. It weaves together smart tech and rich 

diversity into something lasting: real well-being. It transforms HR tasks from paperwork and 

processes into moments that shout, "You matter here. "For any business serious about 

building wellness and nailing performance at the same time? Fostering true engagement is 

not a nice extra. It’s your core strategy.  

2.4 Job Satisfaction:  

Job satisfaction is not just some HR checkbox – it is the gold standard for knowing if 

your people are truly well, likely to stick around, and firing on all cylinders. Think of it as 

that deep-down feeling of fulfillment and contentment in your role, shaped by everything 

from your personality to your team vibes and company culture (Spector, 1997). In the 

wellness conversation, satisfaction is not just a happy accident from comfy chairs; it is the 

real pulse of how emotionally and mentally plugged in your team feels about their work. 

Now, here's where smart tech gets interesting. Cutting-edge AI in HR – like hyper-

personalized feedback tools, crystal-clear performance reviews, and learning platforms that 

get you – is actively reshaping what satisfaction looks like (Zhang & Zhu, 2023). When 

employees see these AI tools as fair play and genuinely helping them grow? That’s when 

satisfaction scores truly climb (Kapoor & Patel, 2023). But hold up – researchers warn us 

loud and clear: lean too hard on automation, and you suck the human warmth out of HR. 

Suddenly, people feel like cogs, not colleagues, and that emotional bond with their work 

frays (Lee & Chen, 2022). The sweet spot? Marry AI's speed with genuine human care. 

That’s the combo that fuels both well-being and real satisfaction. And do not forget the power 

of belonging. Diverse, inclusive workplaces – where everyone feels seen, respected, and 

valued – are absolute satisfaction powerhouses (Rao & Thomas, 2020). When do different 

voices not just hear but shape decisions? That breeds psychological safety and fierce loyalty 

(Garg & Dhar, 2020). Crucially, none of this clicks without engagement. It’s the essential 

spark plug connecting company efforts (like tech rollouts or DEI programs) to that deep 

satisfaction (Saks, 2019; Schaufeli et al., 2006). Engaged folks find real meaning in their 

work. That meaning fuels higher spirits and a rock-solid sense of belonging. For Chennai’s 

demanding IT/ITES world, brewing this perfect storm – tech done right, true inclusion, and 

ignited engagement – is not just a smart strategy. It's survival fuel for lasting success.  

2.5 Workplace Wellness:  

An Integrated View: Workplace wellness has fundamentally shifted; it is no longer 

just step counters or health screenings, but a whole-person approach weaving together 

mental, emotional, social, and organizational health where employees don’t just survive but 

thrive through motivation, autonomy, and psychological safety (Sonnentag, 2018). Forward-

thinking companies now see this as a performance catalyst: research confirms holistic 

wellness investments slash turnover and spike satisfaction (Bhui et al., 2023), especially in 

Chennai’s high-pressure IT/ITES sector, where AI tools like real-time well-being dashboards 

and burnout predictors are gaining traction (Zhang & Zhu, 2023). Yet tech alone fails without 

human warmth; true impact demands pairing digital pulse checks with empathetic leadership. 

Rajendran and D’Souza (2025) reveal that sustainable employee wellness in Chennai’s IT 
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sector requires more than AI tools like well-being dashboards or burnout analytics. Their 

landmark study shows these tools only succeed long-term when integrated with proactive 

manager support, inclusive communication, and culturally relevant initiatives. Crucially, 

employees reported higher wellness when AI was part of empathetic HR strategies, not just 

surveillance. This proves that in Chennai’s high-pressure IT environment, lasting well-being 

needs AI and human insight working together. AI must act as a wellness enabler, not a stand-

alone solution. Critically, inclusion and engagement are wellness engines: when diverse 

voices feel heard and respected, trust becomes the bedrock of well-being (Rao & Thomas, 

2020), while engaged teams bring relentless energy and purpose (Schaufeli et al., 2006; Saks, 

2019). But wellness backfires if it is just lip service; superficial "wellness washing" breeds 

cynicism (Lee & Chen, 2022). Success means embedding well-being into daily rhythms, 

leadership modeling balance, policies prioritizing flexibility, and recognition celebrating 

humanity over hustle. This study explores how Chennai’s unique blend of talent, digital 

fatigue, and cross-cultural dynamics can harness AI-driven HR and inclusive cultures, with 

engagement as the vital link, to transform wellness from a program into a sustainable 

competitive edge.  

2.6 Chennai’s Unique Puzzle:  

Iyer and Banerjee (2025) highlight a crucial challenge in Indian workplaces: simply 

rolling out AI-powered HR tools like automated reviews or digital learning platforms can 

backfire if they ignore deep-rooted cultural values. Their research shows that while these 

tools boost efficiency, they often clash with India's strong traditions of collectivism and 

hierarchical communication styles. The key insight? Inclusive HR tech, designed thoughtfully 

with local social cues, language preferences, and relational ways of working in mind, makes 

all the difference. Companies that prioritized this cultural sensitivity in their digital HR 

approach saw much higher levels of employee trust. Importantly, employees in these 

organizations reported feeling psychologically safer, more like they belonged, and were more 

engaged. This drives home the point: especially in culturally rich hubs like Chennai's 

IT/ITES sector, successful HR tech cannot just be about the latest features – it has to resonate 

with social expectations. Ultimately, the best digital tools do not replace traditional 

workplace values; they adapt to complement them. Chennai’s bustling IT corridors paint a 

vivid picture of modern India: gleaming tech parks hum alongside ancient temples, 

embodying a unique blend of cutting-edge global standards and deeply cherished cultural 

traditions. This duality shapes its workplaces profoundly. While multinational companies 

champion agile, flat structures and AI-driven efficiency, many Chennai IT firms still operate 

within frameworks valuing respect for authority, seniority, and the warmth of personal 

relationships (Budhwar & Debrah, 2013). This cultural fabric makes simply transplanting 

Western-designed AI HR tools, like real-time feedback bots or automated performance 

dashboards, a delicate challenge. Without sensitivity, they can feel cold or intrusive, clashing 

with the local emphasis on mentorship and human connection (Ravichandran et al., 2021). As 

Singh and Sharma (2020) stress, HR tech in Chennai must be culturally responsive, that is, it 

should be designed with sensitivity to local workplace norms such as hierarchical respect, 

collectivist values, and a preference for face-to-face communication. This ensures that AI 

systems align with cultural expectations and foster trust rather than resistance. Employees 
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here often appreciate AI-generated insights, but they crave them alongside personalized 

guidance from their managers – a blend that honours the Indian value placed on relational 

wisdom. Ignoring this emotional and cultural context risks undermining wellness and 

engagement. Introducing AI without adequate support or cultural awareness can heighten 

stress, particularly for experienced staff less familiar with rapid digital shifts, eroding the 

very trust and transparency needed for success (Kapoor & Patel, 2023; Lee & Chen, 2022). 

The path forward in Chennai lies in synergy, not replacement. Organizations weaving AI 

seamlessly with enduring values like recognition, loyalty, and respect see far greater 

acceptance. Imagine combining a smart onboarding chatbot with a caring peer mentor, or 

pairing AI wellness alerts with a thoughtful follow-up call from HR. These tailored 

approaches bridge the gap (Zhang & Zhu, 2023). For Chennai’s IT workforce, true progress 

is not just about the sophistication of the algorithm; it is about ensuring technology advances 

hand-in-hand with socio-cultural empathy. Only then can AI genuinely foster wellness and 

unlock sustainable productivity within this vibrant, tradition-rooted tech hub. 

 3. Conceptual Framework:  

 

 

 

 

 

 

 

 

 

4. Objectives:  

➢ To examine the extent to which AI-enabled HR practices are implemented in 

the IT/ITES sector in Chennai.  

➢ To study the relationship between workforce diversity and employee 

Engagement through job  

➢ To investigate the mediating role of employee engagement in the relationship 

between AI-enabled HR practices and job satisfaction.  

4.1 Research Questions  

To address the objectives and gaps identified in the literature, the following research 

questions are formulated:  

RQ1: To what extent do AI-enabled HR practices influence employee engagement in the 

IT/ITES sector in Chennai? 

Workforce 

Diversity 

AI Driven 

Tools in HR 

Employee 
Engagement 

Job 

Satisfactio

n  
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 RQ2: How does workforce diversity impact employee engagement among IT/ITES 

employees?  

RQ3: What is the effect of employee engagement on job satisfaction in this context?  

RQ4: Does employee engagement mediate the relationship between AI-enabled HR 

practices and job satisfaction?  

RQ5: Does employee engagement mediate the relationship between workforce 

diversity and job satisfaction?  

4.2 Hypotheses and Formulation: 

 H1: It is hypothesized that the adoption of AI-driven tools significantly enhances 

employee engagement within the IT/ITES sector in Chennai.  

H2: It has been shown that workforce diversity positively contributes to higher levels 

of employee engagement in the IT/ITES sector in Chennai.  

H3: It is hypothesized that employee engagement plays a significant positive role in 

influencing job satisfaction among employees in the IT/ITES sector.  

H4: It is further hypothesized that employee engagement mediates the relationship 

between both AI-driven Tools and workforce diversity on job satisfaction.  

5. Research Methodology:  

5.1 Research Design and Approach:  

This study uses a quantitative approach to understand how AI in HR and workplace 

diversity connect with employee happiness and satisfaction in Chennai's IT/ITES sector. We 

gathered numerical data at a single time (cross-sectional design) from various companies. 

This gives us a real-time picture of current practices and employee feelings across Chennai's 

tech landscape (Creswell, 2014). We chose a descriptive-correlational design. This allows us 

to do two things: first, describe the current state of AI-enabled HR practices, diversity levels, 

engagement, and job satisfaction in these Chennai firms. Second, it lets us statistically 

examine the relationships between these factors – how strongly they connect and in what 

direction all without changing any workplace conditions ourselves. This approach is 

particularly valuable in real organisations where strict experiments aren't feasible, yet 

understanding these dynamic links is crucial. A core part of our analysis tests if employee 

engagement acts as a bridge. Specifically, we investigate whether engagement explains how 

AI-enabled HR practices ultimately influence job satisfaction, and similarly, how workforce 

diversity leads to greater satisfaction. This mediation analysis helps uncover the underlying 

mechanisms: does engagement carry the positive effects of AI and diversity onto satisfaction? 

By structuring the research this way, we aim to reveal how thoughtfully implemented 

technology and inclusion efforts can boost employee wellness and productivity through 

enhanced engagement.  
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The design directly supports our goal: to offer practical, evidence-based insights for 

Chennai's HR professionals seeking to effectively blend digital tools and inclusive cultures 

while nurturing their workforce's well-being.  

5.2 Sampling and Participants Sampling Technique:  

Stratified Purposive Sampling Sample Size: 230 Respondents Our study gathered 

insights from 230 professionals working within Chennai's vibrant IT/ITES sector. To capture 

a holistic view of how AI-driven HR tools and diversity initiatives impact employee 

engagement and satisfaction, we decided to do a stratified purposive sampling approach.  

This method specifically targeted two key groups: HR professionals (who design 

and implement policies) and employees in technical, operational, and support roles (who 

experience these policies firsthand). Including both perspectives ensures a balanced 

understanding of the dynamics involved. This sampling strategy, recognized for enabling 

focused recruitment of participants with specific experiential knowledge (Taherdoost, 2022), 

allowed us to efficiently recruit respondents with direct exposure to AI-integrated HR 

systems and D&I practices across diverse job functions and company types.  

The participant breakdown is as follows: 75 HR Professionals: Including 

specialists in recruitment, learning & development (L&D), and HR analytics. 155 Employees: 

Representing technical, operational, and support staff from IT/ITES companies ranging from 

startups to multinational corporations (MNCs). Expanding our sample to 230 participants 

significantly strengthened the study compared to a smaller initial group (n=56).   

This larger scale offers several key advantages:  

Enhanced Generalizability: Provides a broader and more reliable picture of trends 

within Chennai's diverse IT/ITES ecosystem, noted for its concentration of professionals 

across varying organizational digital maturity levels (Sundaram et al., 2023). Robust  

Statistical Analysis: Delivers greater statistical power essential for confidently 

testing our hypotheses using correlation analysis, multiple regression, and mediation analysis 

(Sekaran & Bougie, 2020). Larger samples reduce estimation errors and improve the 

accuracy of regression coefficients and mediation pathways identified through multivariate 

techniques.  

Meaningful Subgroup Comparisons: Enables more reliable cross-sectional analysis 

and comparisons between different roles (HR vs. employees) and organizational types (e.g., 

startups vs. MNCs) to explore potential variations in the adoption and impact of AI-HR and 

inclusion practices, enriching our correlational and regression insights.  

Methodological Rigor: Aligns with contemporary standards for the planned analyses. 

Samples exceeding 200 are recognized as providing sufficient power for robust multiple 

regression analysis and for reliably detecting mediating effects with accurate effect size 

estimation in organizational studies (Kyriazos, 2023; Memon et al., 2020). This supports 

credible generalization of relationship findings within Chennai's segmented tech landscape. 

 5.3 Data Collection Tool and instrumentation:  
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1. Understanding Participant Backgrounds We began by capturing essential 

demographic details to contextualize our findings. Participants shared their: Gender Age 

Years of professional experience Current role (HR vs. Non-HR) Organization size (start-up, 

mid-sized, or large enterprise) These variables helped us uncover nuanced insights, like how 

HR professionals versus frontline employees perceive AI tools, or whether engagement levels 

shift with career tenure.  

2. Gauging Perceptions of AI in HR Using Sharma & Srivastava’s (2021) validated 

framework, we explored attitudes toward AI adoption across four HR domains: Recruitment 

Performance appraisal Learning & development (L&D) Feedback systems Participants 

responded to items like: “My organization uses AI tools to personalize training programs.”  

3. Measuring Diversity & Inclusion Adapted from Kundu & Mor’s (2019) scale, this 

section evaluated: Perceived diversity across gender, age, cultural background, and 

professional experience Inclusion practices through statements such as: “My organization 

genuinely values input from employees of diverse backgrounds.”  

4. Assessing Employee Engagement The widely recognized Utrecht Work 

Engagement Scale (UWES-9; Schaufeli, Bakker et al., 2006) measured three dimensions: 

Vigor (energy at work) Dedication (sense of purpose) Absorption (task immersion) With 

sample items including: “I feel full of energy during my workday.”  

5. Evaluating Job Satisfaction Spector’s (1997) Job Satisfaction Survey (JSS) 

captured satisfaction with: Supervision Pay Work content Promotion opportunities 

Exemplified by: “I am satisfied with the promotional opportunities offered.” Methodology 

Consistency & Rigor All scaled sections (1–5) used a unified 5-point Likert format: 

1=Strongly Disagree, 5=Strongly Agree This allowed nuanced sentiment capture while 

enabling robust correlation, regression, and mediation analyses. The instrument demonstrated 

strong content validity, with each section rigorously mapped to target constructs. By 

deploying this tool across our stratified sample of 230 professionals, we ensured both 

methodological precision and contextual relevance to Chennai’s dynamic tech workforce.  

5.4 Reliability and Validity: 

Ensuring Measurement Reliability and Validity We calculated Cronbach’s Alpha 

coefficients for all major sections of the questionnaire to confirm the accuracy and internal 

consistency of our constructs. Thanks to our larger, more representative sample of 230 

respondents drawn through stratified purposive sampling from both HR professionals and 

employees each scale’s reliability was strengthened by broader response patterns and reduced 

sampling bias. Every construct showed strong internal reliability, meaning participants 

responded consistently to items within each scale. This statistical robustness confirms our 

survey tool’s credibility for measuring perceptions of AI-HR integration, workplace diversity, 

employee engagement, and job satisfaction in Chennai’s IT/ITES sector.  

Reliability Coefficients by Construct: 

 AI-Enabled HR Practices (6 items) Source:  
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Adapted from Sharma & Srivastava (2021) Focus:  

Recruitment, performance appraisal, learning & development Cronbach’s Alpha: α = 0.83  

Interpretation: Strong internal consistency, confirming uniform understanding of AI-in-HR 

questions across diverse respondents.  

Workforce Diversity & Inclusion (5 items) Source: Adapted from Kundu & Mor (2019)  

Focus: Perceptions of demographic diversity and inclusion Cronbach’s Alpha: α = 0.81 

(slightly improved from sample increase) 

 Interpretation: Reliable interpretation of diversity/inclusion items by both HR and non-HR 

employees. Employee Engagement (9 items) 

 Source: UWES-9 Scale (Schaufeli et al., 2006) Dimensions: Vigor, dedication, 

absorption Cronbach’s Alpha: α = 0.89 Interpretation: Excellent reliability, validating the 

scale’s ability to capture engagement across varied roles. Job Satisfaction (9 items) Source: 

Job Satisfaction Survey (JSS) by Spector (1997) Focus: Supervision, pay, job nature, 

promotion Cronbach’s Alpha: α = 0.87 Interpretation: High consistency across satisfaction 

dimensions, with stable responses in our expanded cohort. Why This Matters Every 

Cronbach’s Alpha value exceeded the accepted benchmark of 0.70 (Nunnally, 1978), proving 

our items consistently measured their target constructs. The expanded sample (N = 230) 

boosted statistical power, giving us even greater confidence in the findings’ internal validity 

and generalizability.  

Additionally, using validated, contextually adapted instruments alongside stratified purposive 

sampling ensured strong content validity meaning our questionnaire accurately captured the 

study’s core constructs (AI integration, diversity/inclusion, engagement, satisfaction). This 

rigor solidifies the foundation for our regression and mediation analyses. 

5.5 Analytical Methods  

Analysis was performed using SPSS 26.0, including: 

 Descriptive Statistics:  

Mean, SD, Frequencies, Percentages Reliability Analysis: Cronbach’s Alpha 

Correlation Analysis: Pearson’s r Regression Analysis: Linear regression to test hypotheses 

Mediation Analysis: Following the Baron and Kenny (1986) approach. 

 6. Results and Discussion 

6.1 Descriptive and Correlational Insights Understanding Chennai’s IT/ITES 

Professionals:  

Key Insights from 230 Voices We spoke with 230 professionals across Chennai’s IT/ITES 

sector to understand their workplace experiences. Here’s what stood out: 

 1. AI in HR & Diversity Go Hand-in-Hand Strength: Moderate but meaningful (r = 

0.44). What it means: Companies actively using AI in HR (like hiring or training) also tend to 
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foster more inclusive, diverse workplaces. It’s like tech progress and human progress moving 

forward together.  

2. AI in HR Boosts Engagement Strength: Strong (r = 0.61). What it means: When AI 

tools are used thoughtfully (e.g., in feedback or performance reviews), employees feel more 

energized and committed to their work. Tech here feels supportive, not cold.  

3. AI in HR Lifts Job Satisfaction Strength: Strong (r = 0.52) What it means: 

Employees link AI tools to fairer processes, personalized growth, and better experiences, 

making them happier at work overall. 

 4. Diversity Fuels Engagement Strength: Very strong (r = 0.64) What it means: 

Inclusive environments where people of all backgrounds feel valued directly spark higher 

engagement. Belonging = motivation.  

5. Diversity Drives Satisfaction Strength: Strong (r = 0.55) What it means: Feeling 

respected and included isn’t just “nice” it directly translates to greater job happiness.  

7. Summary of Findings: 

7.1 What Employees in Chennai’s Tech Sector Are Telling Us 

Your workforce’s perceptions reveal a compelling story about progress and priorities. When 

asked about AI in HR, like smart recruitment tools or personalized training, 73.2% of 

employees agree these practices exist in their workplace. While encouraging, 1 in 6 (16.1%) 

express reservations, and another 10.7% feel neutral, signaling room to refine how these 

tools feel in daily work. 

The standout? Workforce diversity. A resounding 85.7% acknowledge diverse teams in 

gender, background, and experience. With only 7.2% disagreeing and 7.1% neutral, it is 

clear: diversity is visible. Yet, engagement tells a subtler tale: while 64.3% feel energized and 

committed, a noteworthy 21.4% are unsure, and 14.3% actively disengaged. This gap hints 

that inclusion may not yet match the diversity headline. 

Job satisfaction, however, shines: 75.0% report contentment with their roles, though 17.9% 

remain dissatisfied, a group demanding attention. 

Connecting the Dots 

7.2 These numbers aren’t isolated. We see a powerful chain: 

AI and diversity efforts don’t just coexist they actively fuel satisfaction. 

But the "how" matters: engagement is the vital bridge. When employees feel invested (vigor, 

dedication, absorption), they transform policies like AI efficiency and inclusive hiring into 

personal fulfillment. 

7.3 Where to Focus Next 

Two priorities leap from the data: 
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Humanizing AI: Nearly 1 in 4 employees (26.8% neutral or disagreeing) question AI’s role. 

They crave tools that feel less transactional, more supportive. 

Deepening inclusion: High diversity scores (+85% agreement) paired with engagement gaps 

(14.3% disengaged) suggest diversity hasn’t yet fully evolved into belonging. 

The takeaway? Chennai’s tech workplaces are on the right track, but the human experience of 

AI and inclusion will determine whether good intentions translate into lasting satisfaction. 

8. Conclusion: 

8.1 Weaving Technology and Humanity for Thriving Workplaces 

This research demonstrates that employee engagement plays a pivotal role in connecting AI-

driven HR practices and workforce diversity with enhanced job satisfaction in Chennai’s 

thriving IT/ITES landscape. As organizations increasingly navigate the intersection of digital 

transformation and cultural evolution, engagement stands out as the emotional core that fuels 

wellness, retention, and productivity. 

Key insights from the study highlight: 

• AI-enabled HR tools are not just about improving operational efficiency they 

significantly boost engagement (β = 0.61). 

• Inclusive and diverse workplaces have an even greater influence, with a stronger 

positive effect on engagement (β = 0.64). 

• Employee engagement itself is a powerful predictor of job satisfaction (β = 0.68), 

acting as a bridge that channels the benefits of both AI and diversity initiatives. 

These findings reinforce a critical truth: technology alone isn't enough. For AI to make a 

meaningful impact on employee satisfaction, it must be complemented by empathetic 

leadership, inclusive practices, and systems that respect cultural values. Similarly, diversity 

efforts must go beyond mere representation to cultivate a sense of belonging, open 

communication, and psychological safety. 

For HR professionals and organizational leaders, this study offers a practical and strategic 

direction: 

• Use AI not just to automate, but to enhance fairness, development, and transparency. 

• Focus on everyday inclusion, not just hiring metrics, to build lasting trust and 

engagement. 

• Make engagement the priority, as it is the key to transforming structural efforts into 

personal and professional fulfilment. 

In conclusion, the future of Chennai’s IT/ITES workforce and indeed, the broader Indian tech 

ecosystem, rests on an organization’s ability to blend technological innovation with 

emotional intelligence. Those that successfully align AI capabilities with cultural sensitivity 
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and human connection will not only improve satisfaction but also cultivate resilient, agile, 

and loyal teams ready to grow and lead in the digital age. 
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