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INTRODUCTION 
 

Industry 4.0 refers to the rapid changes technology and thereby societal patterns 

and the way people work in 21st century. This is largely influenced by inter 

connectivity, smart automation. AI, ML, gene editing and advanced robotics are 

influencing the way, people work in organizations and the opportunities it creates.  

This calls for new age skills of digital transformation and learning. 

We at JAGSoM bring to you tomorrow’s technology driven practice-oriented 

module in our PGDM program with special focus towards our Career Track 

program that is best aligned to Industry needs. Aspiring graduates will be 

provided with courses that keeps pace with technological and managerial 

advancements. 

The course includes all possible data oriented advanced skills on end-to-basis. A 

capstone project to solve challenging business problems, is also included, guided 

by industry mentors.  

At the end of this Career Track course, students will be fully equipped to meet 

their career aspirations effectively. 

  

 

 

 

 

 

 

 

 

 

 

 

 

 



2 
 

ROLES, COMPETENCIES, CRITICAL SKILLS AND 
INTERVENTIONS 
 

In this career track, students are prepared for specific role buckets.  

The competencies and skills required, and the interventions through which 

students prepare for these roles are listed in the table on the next page. 
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CAREER TRACK COURSES 
 

The HR Career Track program consists of 5 courses and 1 capstone project.  

1. Organizational Development & Change Management 

2. Technology in HR (HRMS implementation) 

3. Data Driven HR with Artificial Intelligence 

4. Agile Project Management for HR 

5. One Certification from AI HR recommended list of courses 

6. Capstone Project - Real-Life Problem Solving with Industry 

 

 

Prerequisite courses 

The following courses are prerequisites for the Career Track in Digital HR. 

• Human Capital Management  

• HR Metrics & Scorecard 

• Strategic Staffing 
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COURSE CONTENT 
 

The course outlines for the five courses offered under the Digital HR 

Career Track are as follows: 

1. Organizational Development & Change Management 

Session 

No. 

Session Title 

1 • Difference between OD and HR and intro to change (Planned 
and forced) 

2 • 5 phases of OD 

3-4 • Org Development initiatives- HR processes, Techno-structural, 
HR management and Strategic issues 

5 • Skills for an OD practitioner 

6 • Skills for an OD practitioner (Appreciative inquiry) 

7-8 • Culture and change 

9 • Managing resistance to change 

10-11 • Lewin’s change model 

12 • Kotter’s model 

13-14 • Change Management simulation V5 

15-16 • Student Presentation (on Simulation, Project, Book Review) 

 

2. Technology in HR (HRMS Implementation) 

Session No. Session Title 

1 • HR Data and its implications on Organizational Strategy 

2–3 • Planning the HRMS implementation 

 

4 • Change Management 

5 • Role of Key Stakeholders 

• Implementation Consulting – The role of a Consultant 

6 – 9 • Data Migration (Core Master, Recruitment, Training, 

Performance Management, Compensation, Payroll, 

Compliance) 

10-11 • System Testing 

12 • User Training 
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13-14 • HRMS Go-Live 

15 • Post go-live challenges 

16 • Defining the Project Success – Measurement and future 

integrations 

 

3. Data driven HR with Artificial Intelligence 

Session No. Session Title 

1 • Introduction to Data Driven HR 

2 • Challenges and Opportunity of Data driven HR 

3 • Understand HR competitive advantage with AI-powered 

behaviour analytics.  

4 • Advanced Predictive Analytics with specific cases in HR  

5 • Design Thinking in HR 

6 • Create and glance metrices - how your HR organization is 

performing. 

7 • Workforce metrics - Use data to paint a clear picture of your 

most valuable asset: your employees. 

8 • Recruitment metrics - Discover the metrics that can help you 

win the war for talent-. 

9 • Learning and Development Metrics- Develop Metrices and 

embed for organisational transformation. 

10 • Analysing Attrition Data and Presenting Recommendations 

11 • What is AI and how is it impacting HR? How AI is disrupting 

HR Tech.  

12 • How can HR benefit from implementing AI and other new 

technologies?  

• Shaping the Future of Work with AI and Augmentation 

13 • What do HR professionals need to do to prepare to 

implement AI solutions in HR? 

14 • Implementing AI tools within HR (in Recruitment, Selection, 

Learning & Development) 

15 • Implementing AI tools within HR (in Performance 

Management, Employee Engagement) 

16 • Glimpse of AI tools 
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4. Agile Project Management for HR 

Session No. Session Title 

1 Business strategy and project selection  

2-3 The Basics of Project and Project Management (PM) – i.e. “PM for 

Dummies” 

• The nature of project management  

• How projects differ from line work  

• Project management definitions  

• Project management in a systems context  

• Project typologies  

• Project life cycle / Stages within a project  

 

4-5 The Basics of the Agile Project management 

• Modernizing Project Management: Introducing Agile Project 

Management  

• The Agile Manifesto and Principles 

• Changes as a Result of Agile  

• Changing Team Philosophy: Working in Agile 

 

6-8 Project design 

• Complexity  

• Activities and Outputs  

• Projects, Programs and Portfolios  

 

9 The Communication in Project 

 

10 Managing Team Dynamics and Communication - Choosing the Right 

Project team 

 

11 Managing-Risks 

12 The project organization / The influence of the management 

structure 

13 Project Execution 
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14-15 Control Mechanisms 

• Capital Costs and Budgeting  

• Costs and Estimates (Human Resources, Time-scale, Costs)  

• Cost Control  

• Quality Assurance  

• Change Control  

 

16 Summary 
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CERTIFICATIONS 
 

JAGSoM has formally signed-up with AI – HR 

Academy, to enable the students acquire future-

proof HR skill sets that are in trend currently. 

 

 A student has the option to choose one or more of the courses offered as a part 

of certifications through the JAGSoM-AI HR, in addition to the other three career 

track prescribed courses. The total course hours and evaluation should meet the 

overall credit required for completion of the course. 

The students can choose one of the recommended list of courses. 

• HR Data Visualization 

• Blockchain and HR 

• Digital HR Transformation 

These advanced course in HR are recommended to help students develop 

practical and in-demand skills with opportunities to work on real-life projects. 
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FACULTY 
 

 
 
 
 
 
 
 
 
 
 
 
 

Dr. Shaji Kurian  
Professor, HR Area, 
Jagdish Sheth School of Management. 

 
Educational Qualification: 

• Post-Doctoral Research, School of 
Technology and Management, Portugal. 
Research topic: Millennial workforce 

• Ph.D., Management Studies, Visvesvaraya 
Technological University, India 

• MBA, Canara Bank School of Management 
Studies, India 

 
Prof. Shaji Kurian has over 22 years of experience 
both in industry and academics. Prior to joining 
JAGSoM, he was the talent head in Indian 
Semiconductor Association  
 
 
 

 Mr. Vishwanadh Raju  
Head- India Talent, 
Dun & Bradstreet.  
 
A seasoned Human resource - Talent Acquisition 
professional with over 18 years of experience in 
managing Talent Acquisition in Product 
Development and Investment Banking Captive 
organizations. Managed Business transformation 
with talent acquisition Strategy. Managed Global 
Talent Branding, Candidate Experience and 
University Relations. 
 
 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 

Mr. Praveen Kamath Kumbla  
GM & HR Head,  
Wipro Limited 

 
A Senior Industry Professional Praveen Kamath is 
a Senior HR Professional with 21 years of 
experience working in strategic and leadership 
roles in some of the top MNC’s driving the need 
to search & develop Talent spread across the 
globe ensuring sound and effective talent 
practices in alignment with the business goals 
and objectives.  
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 Ms. Poojitha Balachandran 
Implementation Director, 
Darwinbox Digital Solutions 
 
Educational Qualification: 

• PG PMIR – XLRI, Jamshedpur 

• BA Economics – Stella Maris, Chennai 
 
An expert industry professional with over 6 years 
of strong industry experience, Ms. Poojitha, is the 
Implementation Director of Darwinbox HRMS. 
She has experience of successful implementation 
of the system across multiple industries 
independently. Prior to Darwinbox, she has been 
part of EY and also, Infosys. 
 
 

 
 
 
 
 
 
 
 
 
 

Mr. Prem Oscar 
Sr. GM – Talent Mgt & OD,  
Schneider Electric 
 
Educational Qualification: 

• PGDM (Strategy & HR), IIM, Calcutta 

• M.Sc. (Hons) Chemistry, BITS Pilani 

• BE Hons (Comp Science), BITS, Pilani 
 
Prem is a strategy expert with over 15 years of 
experience in Consulting and Industry. Prior to 
Schneider, Prem was Assistant Director with EY. 
He was also a senior consultant at AoN Hewitt. 
 
 
 

 
 
 
 
 
 
 
 
 
 
 
 

Mr. Aravind Warrier 
HR Director, 
RapidValue 
 
Educational Qualification: 
Aravind is an industry expert with around 20 year 
experience in the new age industry largely in 
IT/ITES. He was earlier associated with Novo 
Nordisk, Infosys and UST Global. 

• PGDM (HR and Marketing), Bhavan’s Royal 
Institute of Management. 

• B.Com. HRM, Mahatma Gandhi University 
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 Prof. (Colonel) P.S James 
Professor – HRM & OB, 
Jagdish Sheth School of Management. 
 
Educational Qualification: 

• Ph.D in Leadership, DAVV 

• MBA, UBS, Chandigarh. 

• MSc – Defence Studies, Defence Services 
Staff College, Wellington.  

• B.Sc., Loyola College, Chennai 
 
He is known for establishing the Leadership 
Assessment and Development Center at TAPMI, 
Manipal using integrated psychometrics 
developed through his research.  
 
As a leadership trainer and corporate consultant, 
and as an author of organizational behaviour 
book, Prof. James has made significant 
contributions to the HR field. 
 
 
 
 
 
 
 

 
 

Dr. Vittal Rangan S 
Associate Professor – HR, 
Jagdish Sheth School of Management 
 
Educational Qualification: 

• Ph.D., OB & HR, Indian Institute of 
Management, Indore, India 

• M.B.A., Personnel Management, Symbiosis 
Institute of Management Studies, Pune, 
India 

• B.Com.(Hons). Shri Ram College of 
Commerce, Delhi 

 
Dr. Vittal is a specialist in Employee Engagement. 
He has played various strategic leadership role 
with Aditya Birla Life, Asian Paints, ESAF, HDFC, 
Murugappa Group, Ujjivan. He has been 
instrumental in making his organization(s) feature 
among India’s Top 10 Best Places To Work year-
on-year. He is a regular speaker in Industry 
forums such as CII, AKMI, WWB in India and 
Abroad. His research is published in world’s top 
journals and he frequently writes in The 
Economic Times, The People Management and 
Human Capital Magazine. 
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Mr. Sarthak Daing 
Research Associate – HR, 
Jagdish Sheth School of Management. 
 
Educational Qualification: 

• Post Graduate Diploma in Management, 
Management Studies, Human Resource 
Management, IFIM Business School, India. 
(2016) 

• BA(Honours) Degree, Hospitality Studies, 
Hotel Management, Institute of Hotel 
Management, Aurangabad. (2010) 

 
Mr. Sarthak Daing received the Chairman's Gold 
Medal and Nest Away Award for 'Best Student in 
Human Resource Specialisation for Batch 2014-
16’. 
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RFP - STUDENT PROJECT DETAILS 
 

Learning by Solving 

Students join hands with faculty in wearing the consulting hat and advise 

organizations on real-life business problems. They carry out the problem 

definition, and after analysing the problem, come out with recommendations.  

The problems under this initiative are solicited under the Request for Problem 

(RFP) initiative. 

 

S. 
No. 

Company Project Title Description of the Project 

1 Dun & 
Bradstreet 

 

D&B - To create a HR AI 
maturity model, evaluate 
select companies of the 
maturity based on the model 
created, and make 
recommendations to enhance 
HR AI maturity level. 

The purpose of this project is to 
create an HR AI maturity model, 
evaluate select companies on their 
HR AI maturity level, and create a 
road map for the companies on 
how they can enhance their HR AI 
maturity.    

2 Rapid 
Value 

 

Digitalizing Employee 
Experience: Creating Human 
Capital Excellence Model for 
Rapid Value 

The purpose of this project is to 
create a human capital excellence 
model  in the context of 
digitalization.   Project mapped 
employee experiences and linked 
to the metrices and digitalization 
experiences for creating this 
model 

3 Nexus 
Malls 

 

Nexus Malls – Learning 
Efficiency Study 

The purpose of this project is to 
improve the learning efficiency in 
the organization by analyzing the 
training data for future talent 
mapping. 

4 Dun & 
Bradstreet 

 

D&B -Recreating Employee 
Engagement 

The purpose of this project is to 
recreating a V-5 Employee 
Engagement Model at D&B post 
the Covid under the new normal 
hybrid work setting. 
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HR AREA COURSES - CATALOGUE 
 

Course 
Type 

Course Name Course Snapshot- Learning Goals 

Core Behavioral Science This course focuses on individual 
behaviour, group behaviour and 
organisational behaviour.  
Behavioural aspects are discussed from 
employee context and customer 
context. 

Core Human Capital 
Management 

Covers knowledge, competencies and 
skills required to be an effective human 
resource manager broadly include 
manpower planning, recruitment, 
selection, employee motivation,  
appraisal of employee performance, 
industrial relations, employee training 
and development, development of a HR 
strategy among other things 

Elective People  Management 
in Entrepreneurial 
Firms 

Focus on methods and practices to 
acquire, engage, and develop talent;  
development of leaders within an 
organization; and examines how 
executive succession is managed. 

Elective Managerial 
Psychology in Action 

The course is predominantly practical in 
nature applying the psychological 
framework for managerial action and is 
learnt predominantly through exercises 
and simulations and practical 
community engagements. Course aim to 
hone people skills and leadership skills. 

Elective Competency Based 
Strategic Staffing 

Apply subject-related concepts, models 
and theories to real life hiring and 
retaining situations. Evaluate a talent 
acquisition plan and design a talent 
development plan. 

Elective Learning & 
Development 

Understand the latest trends and 
technologies in instructional design and 
course development 
Develop a comprehensive learning eco 
system based on the specific 
requirements of the business. 

Elective Employee Relations & 
Labor Laws 

Course is concerned primarily with the 
conceptual and practical dimensions of 
Industrial Relations in the Indian context 
and to promote a critical understanding 
of substantive procedural labor laws 

Elective Strategic Human 
Resource 
Management 

Develop competencies  as a ‘strategic 
partner’, helping the organisation to 
analyse its external environment and 
internal capabilities and develop a 
strategic HR plan to enhance its long-
run performance. 

Elective Total Rewards 
Management 

Total Reward Management from a 
Strategic and Operations perspective. 
Through employee Compensation, 
Rewards benefits etc. course covers the 



17 
 

value propositions of employees 

Elective Human Resource 
Analytics 

Understand what People Analytics is 
and how it can help HR increase its 
strategic value. Assemble HR data and 
generate a report that can  be of 
strategic value. 

Elective Assessment Centre 
and Psychometric 
Testing 

Create a basic interpretation output of 
an integrated leadership psychometric 
test consisting of Big 5, Self-efficacy, 
Locus on control, emotional quotient, 
FIRO-B and Multidimensional Leadership 
Questionnaire (MLQ 5). 

Elective HR Metrics and Score 
Card 

Course aims at providing students with 
an understanding of the financial & 
business impact of human resource 
related  initiatives & interventions at a 
basic level. 

Elective Performance 
Management 

Course aims at horning the skills of most 
powerful tools for ensure productivity 
and performance in an organisation. 
Course uses, cotemporary and modern 
performance management tools and 
trains the students on feedback 
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SAMPLE DIGITAL HR WHITE PAPER  
- OUTCOME OF RFP 
 

The ‘Request for Problem’ (RFP) project is an integral component of the ‘Career 

Track’ Program.  

Each year, JAGSoM invites industry partners to refer business problems that they 

are currently facing which student consulting teams help to solve, each led by a 

full-time faculty member (or an interdisciplinary team of faculty members). 

The outcome of the ‘Request For Problem’ (RFP) projects are converted to White 

Papers which are then published as an Edited Volume – ‘LEARNING BY SOLVING: 

SELECT WHITE PAPERS’. 

One of the White Papers produced by the students of the PGDM 2020-22 Batch 

has been included in this brochure (on the next page). The White Paper is titled 

‘Building An Human Resources Artificial Intelligence Maturity (HRAI) Model’. The 

students were guided by Mr. Vishwanadh Raju, Head - India Talent, Dun & 

Bradstreet, and Professor (Col). PS James. 
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BUILDING AN HUMAN RESOURCES ARTIFICIAL 
INTELLIGENCE MATURITY (HRAI) MODEL 
 
Midhun N 

Nivedita Choudhury 

Neha Tewari 

 

INTRODUCTION 

The idea of HR 4.0 is inextricably linked to Industry 4.0, or the fourth major 

industrial revolution. If Industry 4.0 represents the integrated use of digital 

technologies, the term is only a harbinger of the commencement of such 

integration, not the end state. Data exchange between systems has dramatically 

expanded efficiency and decision-making processes in people management. More 

prolific changes are awaited. Perhaps Industry 4.0 will give way to Industry 5.0, 

replete with AI integration. At this juncture, it is apt to assess whether we have 

embarked upon the journey and how far we have travelled in the AI integration to 

have a beacon to navigate this inevitable, exciting, and challenging journey. We 

embarked on this research to unlock a framework for assessment focusing on the 

HR domain. 

 

OBJECTIVE 

The objective of our study was to design an HRAI maturity model.  

 

WHAT’S A MATURITY MODEL? 

It is a metric to measure the progress of our journey in any field. Though the term 

maturity model was initially associated with IT and the level of IT adoption and 

integration into the business realm, the maturity model concept has proliferated in 

many fields. Maturity models are like milestones in a journey. HRAI is no different. 

HRAI maturity model helps an organization assess itself and make changes in the 

direction and speed of the HRAI adoption and by default benchmark. 

 

 

 



20 
 

WHAT DO WE KNOW SO FAR?  

Any design needs to keep in mind what has been done so far. Our search for an 

HR AI maturity model included poring through over 200 research articles and the 

work of many industry experts. While there are many intellectual outputs of AI, 

there is little study on a maturity model. The nearest that one comes to is the 

People Maturity Model and Gartner’s generic AI maturity model. What emerged 

from this investigation are:  

Data and analytics are the heart of AI. Patterns that emerge from the analytics 

need to be the first steps to teaching AI to think, much like a child learns to walk. 

Hence it is prudent to look at HR Analytics Maturity Model first.  

Though there are many maturity models, they generally have four stages.  

❖ Stage 1 is reporting data using a digital medium,  

❖ Stage 2 is finding out simple metrics such as attrition rate or cost per hire 

and then benchmarking,  

❖ Stage 3 is the use of data for strategic decisions, and  

❖ Stage 4 uses data for predictive analytics, such as predicting attrition. 

These are human-driven actions using simple tools such as R or SPSS.  

AI, on the other hand, should work on three clear stages:  

❖ The first stage is Assisted Intelligence, which can give some input on its 

own but needs human intervention. 

❖ The second one is Augmented Intelligence capable of doing pretty 

complex work independently.  

❖ The third is Autonomous Intelligence capable of self-learning (machine 

learning and deep learning) by harvesting the human interventions done in 

the first two stages and creating an algorithm that mimics and betters the 

intervention logic.  

Hence while using the People Analytics Maturity Model (PAMM) is helpful, it falls 

short of a model for HRAI.  

Gartner has an AI maturity model built in five stages. 

Stage 1 is Early AI, often with a lot of hype,  

Stage 2 Experimentation in data science,  

Stage 3 use of AI in production and process innovation,  
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Stage 4 use of AI in disruptive innovations, and  

Stage 5, in which AI is part of business DNA.  

Not only is the model generic and not HRAI specific, but also inadequate in 

indicating how much of your work should be done by AI in each stage. Because of 

this deficiency, there is considerable difficulty in gaining insight when the model is 

applied and tends to be abstract. More importantly, its use for assessing function-

specific AI (HRAI), in this case, is limited.  

After studying the models explained above, erudite articles, and identifying the 

limitations, we decided to hit the ground and get a feel of the AI usage from 

Subject Matter Experts (SMEs) or those on the ground. After the initial discussion 

with the experts to get their view of HRAI maturity and how they assess it, we 

invited them for a webinar with nearly 200 participants, which enabled us to 

harvest more ideas and input from a more significant diaspora of experts. We 

were able to milk many views and feedback from the panellists and participants 

during the webinar and through the post-webinar survey.  

The researchers realized that there is a paucity of information on what should be 

the criteria for a good maturity model. We decided it is essential to determine this 

and then create the HRAI. Many start-up companies are on a gold rush for the 

HRAI pie from anyone who would listen to their stories. This convinced us even 

more that there should first be a criterial framework so that we can design an 

HRAI maturity model more scientifically.  

We arrived at the criteria for creating a maturity model by integrating expert 

opinion and our research. 

Criteria for a Good Maturity Model 

 Theoretical rooting. 

 Seamless Entry and Transference of Stages. 

 A balance between flow and discreteness.   

 Function-specific. 

 Applicable across businesses (size and sector). 

 SMART (specific, measurable, attainable, realistic, and time-bound) 

vs. abstract.  
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 Simplicity (in understanding and application). 

 

Once we had the criteria, we built a robust maturity model. 

WHAT EMERGED 

 

 

 

 

 

 

 

 

FIGURE 1: HRAI MATURITY MODEL (DESIGNED BY RESEARCHERS) 

 

WHAT ACTIONS AND TIME IS REQUIRED FOR EACH STAGE?  

Table I below indicates the actions and flexible time lags to cater to  
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HOW DO THE CRITERIA STACK UP? 

To establish the relative priority of the criteria, the researchers used Analytical 

Hierarchy Processing (AHP). See the Results below (Table 2). 45% of the weight 

should go to Seamless Entry and Transference; else, it will be a resource-wasting 

seesaw. Others are represented by approximately 10% weight. 

 

TABLE 2: PRIORITIZATION OF CRITERIA USING AHP 

 

WHY IS OUR HRAI MODEL UNIQUE?  

We recommended an inbound marketing approach that pivots on leading 

prospects to the website by looking at the project objectives. For this purpose, 

we proposed the following channels: 

Seamlessness. The Pre-stage indicates the seamless entry into the AI drawing its 

strength from HR Analytics maturity. The research team's findings that without 

mature and robust HR Analytics, the AI would be like a house built on sand; 

perhaps it will stand but after continuous interventions to make the analytics 

strong, leading to seesaw movements that violate optimization. AHP also bears 

this out. We preferred to confine the model to two levels of AI-Assisted 

Intelligence (available today) and Augmented Intelligence (emerging) and depict 

that the model will transform into Autonomous Intelligence when another 

maturity model or a modification of the proposed model would have to be 

designed.  

Rooted in Optimization Theory and Mutual Benefit Theory, it endeavors to 

optimize the introduction and execution of HRAI strategies to improve HR and 

business performance concurrently. It follows Mutual Benefit Theory which 



24 
 

postulates that what is suitable for the people is good for the business and vice 

versa. 

Balance and Flow vs. Discreteness. The figure will indicate the ratio between flow 

and discreteness; for instance, some isolated experimentation would be part and 

parcel of Stage 1: Enquiry and Exploration, but merely isolated experimentation 

should not be construed as ‘we have arrived.’  

Function Specific. The model is function-specific (HR specific) and can be applied 

to assess HRAI, so we have indicated specific levels of HR processes in each stage 

and integration in percentage terms. It is applicable across sectors and businesses 

because the speed of adoption of HRAI would depend not only on the people’s 

enthusiasm but also on the resources that an organization can deploy. We used 

the analogy of a staircase to do this. If your staircase has steps of 6 inches, you will 

need more steps than if you had steps of 9 inches, but in the long run, both 

staircases will take you to your goal. By creating a 7-Stage model vs. a 

conventional 5-Stage model for other maturity models, we recognize that the 

speed of adoption would vary, but eventually, you will still reach the top. Hence 

more considerable lags in Table I.  

The root to making our model SMART was by indicating the degree of adoption 

of AI in HR in terms of the degree of adoption of the HR functions and integrating 

these with the business for performance and an indicative time for each stage of 

the model.    

The model has been kept simple and devoid of jargon such as ‘hype’ or 

threatening terms such as ‘chaotic stage.’ We tested the simplicity with a dozen 

HR experts. Finally, We did Grandma’s test of explaining our model to a cohort of 

16 undergraduate business students and asking them to explain whether they 

understood the model and what they understood. This confirmed the simplicity of 

the model, which is vital because the model is required to be presented to several 

stakeholders, familiar and not so familiar with AI. 

 

INSIGHTS FROM SURVEY 

We surveyed to find out how the companies stack up in HRAI adoption. The 

survey covered consulting, Retail, ITeS, Data Analytics, Insurance, Software 

Development and Services, Wellness and Health, Manufacturing, and Financial 

Services.  
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What have the companies done in AI in general? The data (Figure ) shows that 

the adoption rate of AI in general leaves some cause for concern. Thirty-Two 

percent of the companies have done nothing. Still, the good news is that Thirty-

Seven percent are in the process of implementing or in an advanced stage of 

implementation, with the remaining inactive stage of discussions and research 

(preparation stage). The pace is being set, and AI will embrace most companies 

soon.  

 

 

 

 

 

 

 

FIGURE 2: THE AI DIVIDE: HOW THE COMPANIES STACK UP IN AI 

IMPLEMENTATION (IN PERCENTAGE) 

 

Does the size of the company matter in AI implementation? While ten percent of 

the companies larger than Rs 5000 crores have reached a reasonably advanced 

implementation stage, the Rs 500 to Rs 1000 crore size companies appear to be 

better poised for AI implementation, with all of them either in the planning or 

implementing stage. The less than Rs 100 crore companies seem to have 

considerable disadvantages, perhaps because of the high cost of AI 

implementation. 
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FIGURE 3: DOES SIZE MATTER IN AI IMPLEMENTATION (IN PERCENTAGE) 

Adopting HRAI in various HR functions suggests that 50 to 60 percent of the 

companies have not yet started their HRAI journey. While 10% of the companies 

have adopted AI for Compensation and Benefits, AI adoption in other functional 

areas is lesser (Figure 4). Are the companies losing an opportunity for 

optimization? 

 

FIGURE 4: A SIMPLIFIED CAMPAIGN TREE DEPICTING LEAD SCORING 

 

WHAT’S THE VALUE OF THE MODEL FOR A COMPANY? 

1. There are several benefits for a company from the model.  

2. Creating an AI strategy for competitive advantage by recognizing and 

implementing processes that help reach Stage 7. 

3. Monitoring and controlling the HRAI journey. 

4. Benchmarking oneself vis-à-vis other comparable companies.  

5. Optimal deployment of resources and avoiding the gold rush talk of the 

start-ups in HRAI. 
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CONCLUSION 

 

In conclusion, the research team would say that our HRAI maturity model is 

unique and robust and meets multiple criteria. The team recognizes the 

importance of refining the model by harvesting more input from different types of 

companies but reiterates that a robust model is the first step in collecting more 

evidence. 
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ABOUT JAGSOM 
 

Jagdish Sheth School of Management (JAGSoM) is amongst the first 6 business 

schools in India to be awarded the AACSB accreditation. JAGSoM PGDM 

(Marketing Major) and PGDM (Finance Major) were ranked in the 51+ band and the 

101+ band respectively in the QS Business Masters Rankings 2021. 

Programs at JAGSoM include  

1. PGDM: 2 Year residential Post Graduate Diploma in Management with the 

option to major in Marketing, Finance, HRM, Analytics & Digital Business.  

a) PGDM (Marketing Major) - For those who wish to pursue a career in 

Marketing (with option of career tracks in MarTech or Sales & Service).  

b) PGDM (Finance Major) - For those who wish to pursue a career in Finance 

(with option of career tracks in FinTech, Capital Markets or Banking).  

c) PGDM (Analytics & Digital Business Major) - For those who wish to pursue a 

career in Business Analytics.  

d) PGDM (HRM Major) - For those who wish to pursue a career in Human 

Resources Management (with option of career track in HRTech). 

e) PGDM (with option of International Immersion) - For those who wish to 

pursue studies abroad at our international partner institutions. 

 

2. PGDM Executive: For professionals with work experience with option to 

attend on-campus sessions during weekends or learn from home (LFH) 

online. 

3. MBA: ‘The Right Brain MBA’ for new age professional roles that require 

creativity, innovation, design thinking and imagination at our picturesque 

campus at Karjat, near Mumbai. 

4. BBA: A unique residential program with a curriculum that facilitates the 

process of self-discovery in the initial years and then preparing for a career 

in business with the benefit of co-learning with MBA participants and 

mentoring by faculty and industry practitioners. 

Actively engaged in research and consulting, JAGSoM hosts several Centers of 

Excellence such as AIM-Parasuraman Centre of Service Excellence and Vithala 

Rao Centre for Business Analytics. JAGSoM is led by an eminent board with 

globally acclaimed scholar Padma Bhushan Prof. Jagdish Sheth as the Chairman. 

JAGSoM has four distinct anchors that support its overall educational 

philosophy: 

● Grooming T shaped professionals with a unique curriculum aligned to the 

needs of industry 4.0 

● The program is delivered by domain specialist faculty, with professional 

experience in the industry. 

● Global connects through partnerships with globally acclaimed business 

schools preparing for career tracks in new-age areas. 

● Industry-connect programs to groom “Beyond Tomorrow” professionals. 

 

For more information, visit https://www.jagsom.com/ 
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