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ABSTRACT:

This study examines the adoption of Artificial Intelligence (Al) in Human Resource Management (HRM) within Reliance Industries. The case study explores the
extent to which Al is being integrated in recruitment, training, performance management, and employee engagement. It also investigates the challenges such as
employee resistance, cost of implementation, ethical concerns, and data security. Findings from the case highlight both the strategic benefits and practical obstacles
of Al'in HR. The study concludes with recommendations for leveraging Al to enhance HR effectiveness in large-scale organizations.

The structure of this paper is organized as, relevant literature on Al in HRM, including global trends, the Indian context, and prior case studies. This is followed by
the research methodology, which outlines the case study design, data collection methods, and analytical tools. The findings section presents the adoption areas,
benefits, and challenges observed in Reliance’s HRM practices, while the discussion section connects these findings with the broader literature and highlights their
implications. Finally, the conclusion summarizes the key insights and offers recommendations for enhancing Al adoption in HR, along with suggestions for future
research.
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1. Introduction:

Artificial Intelligence (Al) has emerged as one of the most transformative forces in modern organizations, reshaping business functions and redefining
managerial practices. Initially recognized for its applications in data science and automation, Al has rapidly evolved into a strategic enabler that supports
decision-making, predictive analytics, and organizational efficiency. In the present digital economy, businesses are under increasing pressure to remain
competitive by leveraging advanced technologies, and Al is now positioned at the forefront of this transformation. The dynamic business environment,
marked by globalization, digital disruption, and heightened competition, has compelled organizations to rethink traditional management approaches. As
a result, Al adoption is no longer confined to operations or customer service; it has permeated strategic areas such as marketing, finance, and most
significantly, Human Resource Management (HRM).

The significance of Al in HRM has become particularly noteworthy in the last decade. Traditionally, HR was perceived as an administrative function,
handling recruitment, payroll, employee relations, and compliance. However, the integration of Al has repositioned HR as a data-driven and strategic
partner in organizational growth. Al applications are evident across multiple HR activities, including Al-enabled resume screening, predictive analytics
for attrition, automated performance appraisals, chatbot-based employee support, and personalized training through digital learning platforms. By
automating repetitive tasks and providing actionable insights, Al allows HR professionals to shift their focus from routine administration to strategic
decision-making. Moreover, Al supports evidence-based HR practices, ensuring greater objectivity and reducing the scope for human bias. Thus, Al is
not only enhancing efficiency but also contributing to building a more engaged, motivated, and future-ready workforce.

Reliance Industries Limited (RIL), one of India’s largest conglomerates, provides an ideal context for studying the adoption of Al in HRM. With a diverse
workforce spread across industries such as energy, petrochemicals, retail, telecommunications, and digital services, Reliance faces unique HR challenges
in managing scale, diversity, and dynamic talent requirements. Over the years, Reliance has invested heavily in digital transformation and technology-
driven strategies, including in its HR practices. The company’s HR initiatives focus on employee development, leadership building, performance
management, and engagement, and have gradually incorporated advanced technologies to align with its business vision. Al adoption in Reliance’s HR is
visible in areas such as recruitment employee engagement, and workforce analytics. However, despite these advances, the adoption of Al in HR within
such a large and diverse organization is not without challenges. Issues related to cost, scalability, ethical implications, and workforce resistance continue
to shape the pace and effectiveness of implementation.

The research problem addressed in this study stems from the observation that while Al is transforming HR functions globally, large organizations such
as Reliance face distinct adoption challenges due to their complex structures, varied employee base, and operational scale. Unlike smaller organizations
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that can adopt Al tools with relative agility, conglomerates must navigate multiple layers of decision-making, integration across subsidiaries, and
employee acceptance. Consequently, the benefits of Al adoption in HR may not be uniform across different divisions of the same organization, and the
process is often fraught with barriers that warrant deeper exploration. Understanding these dynamics is critical not only for Reliance but also for other
large enterprises seeking to leverage Al for human capital management.

The structure of this paper is organized as follows. The next section reviews relevant literature on Al in HRM, including global trends, the Indian context,
and prior case studies. This is followed by the research methodology, which outlines the case study design, data collection methods, and analytical tools.
The findings section presents the adoption areas, benefits, and challenges observed in Reliance’s HRM practices, while the discussion section connects
these findings with the broader literature and highlights their implications. Finally, the conclusion summarizes the key insights and offers
recommendations for enhancing Al adoption in HR, along with suggestions for future research.

2. Objectives

e  Toexamine the scope and application of Al in HRM practices at Reliance Industry.
e  To analyze the benefits of Al adoption in recruitment, training, and employee engagement.
e  Toidentify the challenges and limitations of implementing Al in HRM.

e  To suggest strategies for overcoming challenges and improving Al-driven HR practices.

3. Scope of the Study

The scope of this study is confined to the Human Resource (HR) departments of Reliance Industries Limited (RIL), with particular focus on its Mumbai
headquarters and select subsidiaries where Al-enabled HR practices have been introduced. Reliance, being a diversified conglomerate with operations
spanning petrochemicals, energy, retail, telecommunications, and digital services, manages one of the largest and most heterogeneous workforces in
India. The Mumbai headquarters serves as the central hub for strategic HR policy design, talent management frameworks, and digital transformation
initiatives, making it an appropriate focal point for understanding Al integration. Additionally, subsidiaries such as Reliance Retail and Jio Platforms
have been early adopters of digital technologies in recruitment, employee engagement, and workforce analytics, thereby offering valuable insights into
the operational application of Al in HRM. Limiting the scope to these units allows the study to remain focused, feasible, and context-specific, while still
capturing the diversity and scale inherent in Reliance’s HR ecosystem. This scope ensures that findings remain relevant to large, multi-sector
organizations, while highlighting unique adoption challenges faced by Indian conglomerates in their HR transformation journey.

4. Research Gap

While there is a growing body of literature on the role of Artificial Intelligence (Al) in Human Resource Management (HRM), most existing studies are
either conceptual or focused on global technology giants and Western organizations. Limited empirical research is available in the Indian context,
especially within large, diversified conglomerates such as Reliance Industries. Furthermore, prior research often emphasizes broad themes such as
recruitment automation or Al in learning and development, but rarely provides case-specific insights into the practical adoption challenges, organizational
resistance, and ethical considerations faced during implementation. Existing industry reports highlight the potential benefits of Al in reducing costs and
improving efficiency, yet there is insufficient understanding of how these benefits translate into real-world HR practices in complex, multi-sector firms
like Reliance. Additionally, while adoption success stories are reported in IT and service-based firms, there is a noticeable gap in examining AI’s role in
traditional sectors (manufacturing, energy, retail) where Reliance operates extensively. Thus, this study addresses the gap by conducting a case study on
Reliance Industries, offering evidence-based findings on both benefits and barriers of Al in HRM within the Indian corporate landscape.

5. Review of Literature

e  Tambe, Cappelli, & Yakubovich, 2019: Scholars frame Al in HRM as a socio-technical shift that augments not replaces human decision
making across recruiting, learning, and performance systems. Tambe, Cappelli, and Yakubovich argue that value emerges when Al is
embedded in redesigned workflows, supported by data quality, skills, and change management. They highlight adoption frictions:
explainability demands, fairness constraints, integration with legacy HRIS, and governance gaps. Critically, they propose a “human-in-the-
loop” posture to balance efficiency with legitimacy. Their managerial roadmap underpins much of today’s practice-oriented A-HRM
research.

e  Basuetal., 2022: A recent HRMR systematic review synthesizes the AI-HRM evidence base, mapping applications to the HR value chain
sourcing, selection, onboarding, development, performance, and retention. The review finds strong promise in automation (screening,
scheduling), prediction (attrition, performance), and personalization (learning), but flags consistent risks around bias, privacy, and workforce
acceptance. It stresses the need for rigorous designs (field experiments, longitudinal studies) and context-sensitive governance. Importantly,
it calls for research in non-Western settings and large incumbents precisely the gap case studies can fill.
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Marler & Boudreau, 2017: People analytics provides the data substrate for Al in HRM. Marler and Boudreau’s review traces how analytics
capabilities evolve from descriptive dashboards to predictive and prescriptive tools, contingent on data governance, analyst skills, and strategic
alignment. They caution against “analytics theater,” emphasizing construct validity, stakeholder trust, and ethical use. Their framework helps
explain why some firms translate Al pilots into performance gains while others stall at proof-of-concept.

Leicht-Deobald et al., 2019: Leicht-Deobald and colleagues examine “digital HRM” and analytics through an ethical lens, warning of hidden
power asymmetries when algorithmic monitoring and scoring become normalized. They argue that HR must set boundaries for acceptable
data uses and create participatory oversight to preserve employee dignity. The paper positions Al not merely as a tool but as an institutional
force reshaping work relations—an essential backdrop for governance in large enterprises.

Raghavan, Barocas, Kleinberg, & Levy, 2020: In algorithmic hiring, Raghavan et al. evaluate vendors’ de-biasing claims against technical
realities and U.S. antidiscrimination law. They show that choices about targets, features, and validation populations often re-introduce inequity,
and that simplistic fairness metrics (e.g., the 4/5ths rule) can obscure systemic harms. The authors recommend transparency about development
pipelines and careful legal technical alignment, underscoring why HR must audit systems rather than outsource accountability.

Barocas & Selbst, 2016: Foundational legal scholarship by Barocas and Selbst explains how seemingly neutral data can encode disparate
impact, making “big data” decisions vulnerable to discrimination—even absent intent. Applied to HRM, the analysis clarifies why historical
success labels, proxy variables, and skewed training sets can systematically disadvantage protected groups. Their framework legitimizes
fairness audits, impact assessments, and remedial adjustments within HR algorithms.

Ajunwa, 2020: Ajunwa’s “paradox of automation” critiques the belief that removing humans from hiring removes bias. Using algorithmic
recruitment as a case, she shows automation can reproduce or amplify discrimination, and argues for new governance that treats bias as socio-
technical—not merely technical. For HR leaders, the implication is clear: Al must be complemented by institutional safeguards, contestability,
and due process.

Langer et al., 2021: Job seekers’ acceptance is pivotal for Al-enabled selection. Langer et al. find that applicants’ trust hinges on perceived
fairness, explainability, and human oversight; opaque or fully automated assessments reduce organizational attractiveness and justice
perceptions. Their results support hybrid designs: Al for efficiency and consistency, humans for empathy and appeals. This aligns with
“augmentation” rather than “automation” pathways in HR tech

Langer et al., 2021: Technology readiness within HR functions shapes Al adoption. Hmoud’s empirical work on e-HRM readiness identifies
top-management support, IT infrastructure, and HR competencies as critical antecedents of digital uptake. While predating generative Al,
these determinants apply directly to scaling Al in large organizations: without data stewardship and capability building, even promising pilots
struggle to generalize. (Hmoud, 2019)

Jang, Kim, & Park, 2021 : Evidence on HR chatbots shows operational gains but mixed candidate reactions. Jang et al. systematically review
recruitment chatbots and report efficiency in Q&A and scheduling, improved responsiveness, and 24/7 access. Yet they note concerns over
impersonal interactions, error handling, and fairness in screening dialogues. Governance recommendations include disclosure that a bot is
used, human fallback, and careful prompt/flow design.

Ameen et al., 2021: At a macro level, digital transformation research links Al adoption with organizational performance conditional on
complementary investments. Ameen et al. argue that strategic alignment, process redesign, and data quality mediate value realization;
technology alone is insufficient. For HRM, this suggests Al should be embedded in talent processes and capability systems, not layered as
point solutions.

Malik, Aswhan, & Kureshi, 2023: A domain-specific review of Al in HRM catalogs tools across recruitment, performance management,
learning, and engagement, highlighting benefits like speed, scalability, and personalization. It also surfaces barriers typical to large enterprises:
integration with HRIS, resistance from stakeholders, and gaps in Al literacy. The authors call for governance models that integrate ethics, risk,
and compliance into HR tech portfolios.

Saenz, Hoddinghaus, & Romero, 2021: Conceptual mapping of “HR technology tasks” clarifies where Al fits along the HR value chain. Sdenz
et al. classify HR tasks by complexity and data intensity, proposing where automation, augmentation, or human primacy is most appropriate.
The framework helps HR leaders prioritize Al deployments (e.g., high-volume screening vs. high-stakes performance conversations) and
design guardrails accordingly.

Emvalotis, Voiklis, & Fokides, 2023: In higher-ed HR contexts, Emvalotis et al. examine conversational agents for student-facing HR-adjacent
services, reporting efficiency gains and improved service experience when bots are transparently communicated and escalate to humans.
Though the setting differs, the design principles, disclosure, privacy, escalation, transfer to enterprise HR chatbots managing queries,
onboarding, and policy navigation.

Shankar, Tiwari, & Dhir, 2023: Finally, evidence from Indian enterprises shows Al adoption is enabled by digital leadership, reliable HR data,
and explicit Al ethics—and inhibited by skill gaps and fragmented vendor ecosystems. A qualitative multi-case study of three well-known
Indian companies emphasize collaborative change management and partner ecosystems to scale Al responsibly, insights directly relevant to
large conglomerates.
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6. Data collection:

Survey Data (Likert Scale: 1 = Strongly Disagree, 5 = Strongly Agree)

Statement Mean Score % Agree/Strongly Agree
Al tools have improved the efficiency of the recruitment process. 44 88%
Al-enabled systems provide unbiased and fairer short listing of candidates. 3.8 72%
Al has enhanced employee engagement through personalized communication. 3.9 76%
Al applications have improved the accuracy of performance appraisals. 41 82%
Lack of technical expertise among HR staff is a major challenge. 43 85%
High cost of Al systems is a barrier to full adoption. 4.0 80%
Al reduces workload and allows HR staff to focus on strategic roles. 4.2 84%
Employees are comfortable with Al-driven HR interactions. 3.6 68%
6.1 Analysis:

The survey responses from 25 HR professionals at Reliance provide meaningful insights into the adoption of Artificial Intelligence (Al) in HR practices.

Recruitment Efficiency: The statement “Al tools have improved the efficiency of the recruitment process” received the highest agreement (Mean = 4.4,
88%). This shows that Al is widely perceived as a successful enabler in speeding up hiring, reducing manual workload, and enhancing candidate screening
accuracy.

Fairness in Candidate Short listing: The average score of 3.8 (72% agreement) for “Al-enabled systems provide unbiased and fairer shortlisting”
indicates moderate confidence in AI’s objectivity. While a majority agree, a noticeable portion remains cautious, suggesting concerns about algorithmic
bias or over-reliance on machine-driven screening.

Employee Engagement: With a mean score of 3.9 (76%), respondents agree that Al enhances employee engagement through personalized
communication tools (e.g., chatbots, Al-driven HR portals). However, the score being below 4.0 highlights that Al engagement tools are not yet perceived
as fully effective, possibly due to limited personalization or cultural adaptation.

Performance Appraisal Accuracy: The mean score of 4.1 (82%) for Al improving performance appraisal accuracy shows strong positive perceptions.
Al is seen as reducing subjectivity in evaluations by using data-driven KPIs and analytics.

Challenges — Technical Expertise & Cost: The challenges are evident in two high-scoring responses: “Lack of technical expertise among HR staff” (Mean
=4.3, 85%) and “High cost of Al systems™ (Mean = 4.0, 80%). This reflects the dual barriers Reliance faces: skill gaps in HR personnel and significant
financial investments required for large-scale Al adoption.

Strategic HR Roles: Respondents strongly agreed that “Al reduces workload and allows HR staff to focus on strategic roles” (Mean = 4.2, 84%). This
finding highlights AI’s potential in transforming HR from a transactional function to a more strategic contributor.

Employee Comfort with Al: Interestingly, the lowest score was for “Employees are comfortable with Al-driven HR interactions” (Mean = 3.6, 68%).
This indicates that while HR professionals see benefits, employees may still be hesitant or skeptical about interacting with Al-driven platforms, reflecting
trust and adaptability concerns.

6.2 Interpretation

Overall, the survey results confirm that Al adoption in Reliance’s HR function is positively perceived, especially in recruitment, performance
management, and workload reduction. However, challenges persist in terms of technical expertise, cost, and employee acceptance. While Al clearly
enables HR efficiency and fairness, the success of adoption depends on addressing human-centered issues like training HR professionals, reducing
employee resistance, and ensuring ethical, transparent use of Al systems.
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6.3 Secondary Data

To supplement the primary data, relevant secondary data was obtained from Reliance Industries Limited’s Annual Reports (2021-2024), Sustainability
Reports, and official press releases. The reports highlight Reliance’s emphasis on digital transformation across business verticals, including HR.
According to the Reliance Annual Report 2023, over 65% of recruitment activities in Reliance Retail were supported by digital platforms and Al-enabled
applicant tracking systems. Similarly, the Sustainability Report 2022 noted that Reliance has been investing in Al-based learning and development
platforms, enabling personalized employee training modules across its telecom and retail divisions.

Industry news sources such as Economic Times (2023) and Business Standard (2022) reported that Reliance has deployed Al-powered chatbots for
employee query resolution, handling nearly 40% of routine HR queries without human intervention. Furthermore, Deloitte’s Future of Work in India
Report (2022) identified Reliance as one of the top Indian companies experimenting with Al-driven predictive attrition models, helping HR managers
identify employees at high turnover risk.

In addition, Reliance’s Digital Transformation Roadmap (2021) mentioned a strategic partnership with Microsoft Azure to deploy Al and cloud-based
HR systems, focusing on scalability across subsidiaries. These data points validate the growing reliance on Al in HRM at Reliance, while also
underscoring challenges such as integration costs, employee adaptability, and ethical concerns documented in industry whitepapers by PwC and KPMG
(2023).

7. Findings

Based on the integration of primary and secondary data, the following key findings emerged:
1. Recruitment and Talent Acquisition
e  Primary Data: 88% of HR staff agreed that Al has improved recruitment efficiency, particularly in resume screening and shortlisting.
®  Secondary Data: Reliance’s annual report highlighted that 65% of retail division recruitments are already digital/Al-supported.
(] Insight: Al has significantly reduced turnaround time in recruitment, though reliance on final human judgment remains strong.
2. Learning and Development
e  Primary Data: Interviews revealed adoption of Al-based platforms for personalized training, but concerns about “over-monitoring” emerged.
e  Secondary Data: Sustainability reports confirm investment in Al-driven training systems across subsidiaries.
e Insight: Al enhances training engagement, but employee trust and comfort with Al-based monitoring remain issues.
3. Performance Management and Employee Engagement
e  Primary Data: 82% agreed Al improved appraisal accuracy and 76% believed it increased engagement via personalized communication.
e  Secondary Data: Press releases reported use of Al chatbots handling 40% of HR queries.
e Insight: Al supports better data-driven appraisal and employee service delivery, but employees still prefer human touch in sensitive matters.
4. Challenges and Barriers

e  Primary Data: 85% cited lack of technical expertise; 80% reported high costs as barriers. Resistance to Al in final decision-making was noted
in interviews.

e  Secondary Data: Industry reports by Deloitte and PwC highlighted similar barriers — integration costs, legacy systems, and ethical concerns.

e Insight: While Al adoption is progressing, Reliance faces cultural and cost-related barriers, aligned with global industry challenges.

8. Suggestions
. Enhance Training & Awareness: Reliance should provide regular workshops for HR staff on Al applications to reduce resistance and bridge
skill gaps.

. Balanced Human—Al Collaboration: Al should be used as a decision-support tool rather than a full replacement for human judgment in
recruitment, performance appraisal, and grievance handling.

. Strengthen Data Governance: Clear ethical guidelines on employee data usage and transparency in Al decision-making will build employee
trust.

. Phased Investment Strategy: Instead of large-scale immediate adoption, Reliance can roll out Al solutions in a phased manner, prioritizing
areas like recruitment and employee service chatbots before moving to complex predictive analytics.
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. Feedback Mechanism: Establish structured feedback loops where employees can share their experiences with Al tools, ensuring continuous
improvement and acceptance.

. Benchmarking with Industry Leaders: Reliance should benchmark its Al adoption practices against global firms like Google, Amazon, or
Infosys, learning from their HR digitalization journeys.
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The Structure and Strategy of Mann Ki Baat:

Mann Ki Baat hasan informal, monologic, yet adaptable, and anecdotally-rich format. It avoidsconfrontational politicsin favorof uplifting tales,
civicengagement, cultural heritage, and grassroots inventions'®.Key strategic elements include:

Monologue Format with Conversational Tone:

The monologue formatofMannKiBaatisitsdefining structural feature. However, it keepsa conversationalandsympathetic tone, frequently soundingmore
like a private letter than a political speech. The message gains legitimacy and a sense of direct connection with the audience as a result of
thisleadershipcustomization?’.

Non-Political Contexts:
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Despite comingfrom the highest political office, the show seldom ever discusses opposition criticism or party politics. Typically, the contentfocuseson
moral principles, public initiatives, national pride, and inspirational citizen stories. The appeal transcends ideological divides thanks to thisdepoliticized
context 8.

Use of Vernacular and Regional References:

Modi regularly refers to different states and their cultures while using Hindi that is laced with regional idioms. This linguistic inclusion appeals to avariety
of groups and improves national integration *°.

Inclusion of Citizen Voices:

The inclusion of citizen stories and feedback, typically submitted through social media, letters, or MyGov.in, is a distinctive structural component.Modi
strengthens participatory democracy and humanizes governance by addressing specific citizens by name?

Strategic Dimensions of Mann Ki Baat:
ThefollowingarethecorestrategicdimensionsofMannKi Baat:
Soft Power Projection and Cultural Nationalism:

The program effectively promotes Indian customs, festivals, dialects, heritage, and unsung heroes, fostering national identity and cultural unity. MannKi
Baat supports Modi's political philosophy by emphasizing the varied yet united Indian experiences, which is a fundamentalcomponent of hiscultural
nationalism agenda. Through storytelling, it creates a narrative of “unity in diversity" while maintaining a pan-Indian identity and providingroom for
regional perspectives?.

Direct Citizen Engagement and Trust-Building:

MannKi Baat, a monthly radio showby Prime Minister Narendra Modi, has emerged as a strategic tool fordirect citizen interaction and trust-building.By
speaking to the country in a casual and conversational manner, the prime minister avoids using conventional political jargon and establishes apersonal
connection with people from all walks of life. By honoring their experiences and accomplishments, this program not only empowers citizensbut also
promotes solidarity throughout the country and a sense of shared responsibility. The program's apolitical tone and consistent style havestrengthened
participatory government and fostered public trust??.

Behavioral Change and Policy Integration:

Prime Minister Narendra Modi's monthly radio show, Mann Ki Baat, hasbecome a potent tool for influencing public opinion and guaranteeing
smoothpolicy integration. The program has effectively promoted programs like Swachh Bharat Abhiyan, Beti Bachao Beti Padhao, and water conservation
asmass movements by employing relatable storylines and culturally relevant messaging. In addition to increasing knowledge, Modi's persistent
callsthrough MannKi Baat have inspiredpeopleto act in apro-social manner,bridging thegap between thecreation of policies and grassrootsinvolvement.

Multi-Platform Media Ecosystem Strategy:

By utilizing radio, television, social media, and internet platforms to optimize reach and interaction, Mann Ki Baat is a prime example of a well-planned
multi-platform media ecosystem strategy. The program's primary medium is still radio, but it also reaches both rural and urban audiencesthanks to its
simultaneous broadcast on Doordarshan, live streaming on official websites and mobile applications, and sharingon YouTube, Twitter,and WhatsApp.
Acoherentnationalnarrativeandinteractivepublicdiscourse areproduced bythisintegrated communicationtechnique, which makesitpossible for the message
to cut through linguistic and technological boundaries .

Data-Driven Feedback Pool:

Through MyGov, the NaMo App, and other platforms, the public contributes to each episode of Mann Ki Baat. In addition to being symbolic, thesecitizen
contacts provide the government with a data pool from which it may examine regional issues, popular attitude, and the emotional pulse.

Itestablishesamethodicalfeedbacksystemtoadjustoutreachandgovernanceappropriately.
Influenceon Mediaand Public Discourse:

The monthly broadcasts deliberate scheduling, which often occurs on the final Sunday, guarantees that media outlets will pick up and emphasize
itsthemesall weeklong.The speech'sreachandshelflifeareextended by replaying and analyzing itinprint, internet, and television media.MannKiBaatis
transformed from a single broadcast into a month-long discussion because to this media synchronization. One message spreads across several mediaand
audiences as a result, creating a layered communication strategy.

Concluding Remarks:

PrimeMinisterShri Narendra DamodardasModi‘'sMannKiBaatinitiativeisa revolutionaryapproach to India'suseofmassmedia forsocio-economicand
political communication. This radio show is a strategic tool that integrates communication, government, and citizen interaction into a singlepolitical
narrative; it is more than just a monthly broadcast.



International Journal of Research Publication and Reviews, Vol 6, Issue 8, pp 5792-5800 August, 2025 5799

Modi's preference for a one-way, non-confrontational, and emotionally resonant media over traditional news conferences or interviews has contributedto
the development of a new paradigm of leadership message that is per-formative, persuasive, and intimate.

A deliberate andintentional attempt to recast the Indian politicalleader as an engaged and sympathetic listener rather thanadistant authoritative figureis at
the core of Mann Ki Baat.

Despite being a monologue, the show expertly combines underlying ideological motifs that are in line with the ruling party'soverarching vision withsoft
issues like cleanliness, education, culture, youth aspirations, environmental concerns, and traditional values to give the impression of directintimacy with
the populace. By doing this, Mann Ki Baat depoliticizes and politicizes discourse at the same time, avoiding overt political campaigningwhile promoting
nation-building tales, emotive nationalism, and ideological symbols.

It was a calculated decision to use radio, a medium that is sometimes viewed as outdated in the digital age. Accessibility was guaranteed acrossgeographic
and socioeconomic barriers, even for rural and internet-disconnected populations. Furthermore, the Prime Minister's voice is givenauthenticity by its
simplicity, which raises the level of trust and trustworthiness that goes along with his image. Ironically, this deliberate use of low-tech communication
raises Modi's leadership's high-impact visibility inside the media landscape. The broadcast is a genuinely pan-Indiancommunication effort since it is
translated into several languages and dialects, thus guaranteeing regional outreach and cultural inclusivity.

Mann Ki Baat is a powerful case study in agenda-setting, narrative control, and mass persuasion from the standpoints of political communication andmedia
studies. Modi appears as a mentor, motivator, and defender of Indian values in this affective political arena, which isfacilitated by the well-chosen tales
of common heroes, the focus on moral teachings, the recall ofshared past, and the celebration of civic responsibilities. While appearing tobe nonpartisan,
this subtle messaging quietly furthers the state's political goals.

To sumup, MannKiBaatisaprimeexampleofhowmassmedia canbe seized asaplatformforcreatingpolitical symbols, emotional connections,
andideologicalcontinuityinadditiontobeingameansfordisseminatinginformation.Withoutparticipatingintraditionalpoliticaldiscussions,ithas  effectively
molded public discourse through a special fusion of political theater and communication tactics. As a result, Mann Ki Baat represents amajor shift in the
way political leadership is exercised and viewed in modern-day India, turning it from a radio show into a symbol of politicalcommunication during the
Modi administration.
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