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Abstract 

Technology has revolutionized Human Resource Management (HRM) and replaced the 

traditional HR practices for easier employment of modern solutions for workforce issues. In this 

study, systematic literature review is conducted by the authors according to the PRISMA 

(Preferred Reporting Items for Systematic Reviews and Meta-Analyses) guidelines to analyze the 

contribution of technology towards HRM practices. Spanning research years from 2016 to 2023, 

the review spans the effect of technology in key fields of HR including recruitment, training, 

performance management, and staff retention. The studies observe some trends such as an 

increase in the use of artificial intelligence (AI) to recruit, use of learning management system to 

develop staff and use of predictive analytics to manage performance. All these innovations have 

improved efficiency, accuracy, and decision making power which enables HR professionals to 

increase their strategic work. Nevertheless, there are also challenges in the study, which are 

privacy issues, change resistance, and biased decision-making that is enabled by technology. 

Despite the above challenges, integration of technology with HRM has delivered some positive 

outcomes in terms of employee empowerment, simplified procedures, and decision-making based 

on information. The study emphasizes the importance of aligning technological tools with 

organizational strategy in order to avail it with maximum applications in workforce 

management. Future studies must formulate an integrated model using the design and 

integration of newer technologies like blockchain and generative AI to close the existing 

dominant gaps in HRM. Further, effective practical methods to close the implementation gaps 

and facilitate ethical and equitable use of technology must be explored. This article provides 

useful recommendations to HR practitioners and academics on how best to use the uses of 

technology in framing HRM practice in terms of attendant complexities. 

Keywords: Technology, Human Resource Management, Transformation, Systematic Literature 

Review, PRISMA. 

 

1. Introduction 

There has been a positive transformation in many aspects of life in the modern digital age, even 

in the area of human resource management (HR). Going beyond merely improving operational 
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efficiency, digital transformation in HR management is aimed at creating efficient and 

innovative strategies that can help assist in the realization of organizational objectives. 

Technology has introduced new systems and tools enabling organizations to better and more 

efficiently recruit, train, manage, and retain employees. According to Strohmeier (2020), the 

application of digital tools in HR activities not only streamlines work but also results in higher 

employee satisfaction and engagement. 

 

In the last decades, technology has fully influenced HR management. Enhanced information and 

communication technology has supported the development of new systems and tools that 

enhance the effectiveness and efficiency of the HR functions. For instance, HRIS supports 

electronic storage and maintenance of employees' data, and predictive analytics tools help 

identify trends and patterns of employees' data for purposes of making strategic decisions. As 

suggested by Marler and Boudreau (2017)ydin, O., & Uysal, M. (2025), HRIS and predictive 

analytics are critical instruments in contemporary HR management to aid organizations in 

making effective decisions. 

 

In addition, technology has also affected how employees are being trained and developed in an 

organization. Online training platforms allow the employees to access training material 

everywhere and anytime and also allow the virtual learning software to be used to simulate 

challenging work situations. Real-time performance can also be given through technology which 

will then serve to direct employees on how to constantly enhance their performance. According 

to Sharma, N., & Verma, P. (2025) and Shah et al. (2017), online learning and virtual training 

laboratories have completely transformed employee development due to the ability of online 

learning to provide access to the learning solutions in a scalable manner. 

 

However, the application of technology in HRM also faces several challenges. These are 

resistance to change from employees, the implementation cost, and privacy and security of data 

issues. The majority of employees are not prepared to embrace the changes brought about by 

new technologies and may feel that the technology will jeopardize their jobs. In addition, the 

technology adoption rate is very varied across industry sectors and firms of different sizes. 

Therefore, the understanding of how technology should be utilized in the prevailing 

organizational settings and how to overcome the barriers that arise along the transformation 

process is vital. Resistance to change, implementation cost, and data privacy and security issues 

are the greatest challenges in HR technology implementation that must be managed well in order 

to achieve optimal benefits, says (Moyo, C., Mafini, C., &Dhurup, M., 2025)(Bondarouk& 

Brewster, 2016). 

 

The purpose of the current systematic literature review is to study the technology impact on HR 

management transformation using the PRISMA framework. The purpose of this research is to 
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identify significant trends, issues, and implications of HR IT deployment based on a 

comprehensive and systematic literature review. These results of this review intend to give useful 

insights for HR management practitioners and researchers looking to maximize the use of 

technology in their practices and come up with effective solutions in tackling existing issues. 

According to (Page et al., 2021) (Zhang, L., & Chen, W.,2025), the PRISMA approach is the 

gold standard for systematic reviews that uphold transparency and replicability in carrying out 

literature reviews. 

 

2. Theoretical Overview 

In the study of organizations today, the intersection of technology, human resource management 

(HRM), and change is a key area of research. Integrating the three has radically changed 

business landscapes, affecting staff dynamics, organizational practice, and strategic objectives. 

This review synthesizes theoretical perspectives on technology, HRM, and change from 

foundational works and recent work. Technology is mostly thought of as an efficiency-enhancing 

tool that assumes drudge work. Frey and Osborne (2017)Johnson, M., & Smith, R. (2025) 

describe technology as machinery and infrastructure that enables automation and operational 

efficiency. Srnicek (2016) extends this definition to emphasize the intersection of hardware, 

software, and networks to handle information efficiently and drive innovation. Swan (2015) 

states that technology is used to solve issues and create value through scientific advancements. 

These definitions unite in showcasing the transformative power of technology to change 

industries, simplify processes, and drive innovation. 

 

HRM entails strategic practices like workforce planning, recruitment, and performance 

management to achieve organizational goals (Mangkunegara, 2017)(Lee, H., & Garcia, 

F.,2025)..Hamali (2018) refers to HRM as a strategic discipline that endeavors to build 

competencies, inspire, and harmonize resource management. Ricardianto (2018) adds further that 

HRM aligns workforce effort and organizational and societal ends. Operationally, HRM tries to 

obtain and integrate resources in order to influence employees' behaviors and maximize their 

contributions (Petriglieri, G., & Ashford, S. J.,2025) (Bray & Rue, 2015; Suprayadi, 2015). 

These underlying views emphasize HRM's role in maximizing individual and organizational 

performance and excellence. Transformation is deep change in organizational processes and 

strategies. O'Reilly and Tushman (2016) describe it as one of radical innovation to create 

competitive advantages. Zhexembayeva (2020) Muller, T., & Albrecht, S. L. (2025). urges 

organizations to develop adaptive mindsets and capabilities to thrive amid outside change. 

McGrath (2019) frames transformation as a shift from previous to new business models that 

maintain pace with market realities. Such perspectives highlight transformation as a complex 

process that requires strategic alignment and innovation. 
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Technology utilization in HRM facilitates efficient organizational change. Technology like AI 

and e-HRM mechanizes HR functions, increasing effectiveness and employee satisfaction 

(Priyashanthaet al., 2022). Pillai and Srivastava (2023) describe management support and 

technology readiness as key drivers for SHRM 4.0, which raises organizational flexibility. 

Fenech et al. (2019) and Kirilmaz (2020) demonstrate how HRIS tools transform HR procedures, 

supporting ongoing development. Wang (2024) highlights balancing technological assimilation 

with cultural factors for successful restructuring. 

Among the challenges facing technology integration into HRM are resistance to change, 

technology uncertainty, and ethical issues. According to Fernandez et al. (2021)Sharma, N., & 

Verma, P. (2025), scarce data availability and gaps in managerial support towards the adoption 

of HR analytics are also other hindrances. Ethical considerations like privacy and fairness in AI-

driven decisions demand governance frameworks that align technology innovation with ethical 

implications (CIPD, 2018)(Zhang, L., & Chen, W.,2025). Further research should develop 

comprehensive frameworks integrating technology, HRM, and transformational strategies. 

According to Poulose et al. (2024), studies on these lines can explore drivers and barriers of 

digitalization to provide actionable insights. Also, emerging technologies like blockchain and AI 

provide scope for further study. Leadership is critical in steering the digital transformation by 

building innovation and resilience - Langer & Landers, 2021. 

 

3. Research Methods 

This research used PRISMA (Preferred Reporting Items for Systematic Reviews and Meta-

Analyses) methodology to systematically search, filter, and review relevant literature to 

discourse on the use of technology in transforming human resource management (HRM). The 

use of the PRISMA framework provides an open, reproducible, and organized review process 

with four broad steps: identification, screening, eligibility, and inclusion. Identification was a 

rigorous search on various academic databases, such as Scopus, Web of Science, and Google 

Scholar. The keywords used were combined for search purposes by including words such as 

"technology," "transformation," "human resource management," and "systematic review" to 

obtain as much relevant literature as possible. The search yielded an initial list of 200 articles 

published between 2016 and 2023. All the records retrieved were exported into a reference 

management software to facilitate further processing. 

 

Computer programs and manual methods were used to identify and eliminate duplicates. To the 

researchers' surprise, no duplicate articles were identified in this research, and all the entries 

were distinct. Screening at early stage then followed, where title and abstracts of the 200 articles 

were screened for relevance of topic of the study. Articles that did not meet the inclusion 
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criteria—i.e., articles that did not have a definite emphasis on HRM or technological change—

were eliminated here. This left the remaining pool of articles at 50 to be now stringently 

analyzed. Eligibility was a full-text screening of the 50 articles. All articles were screened on the 

basis of the laid-down criteria for whether they were relevant to the objectives of the study or 

not. Some areas of interest were the application of technology to HRM practices, the outcomes 

of digitalization, and the challenges in the introduction of technological tools within HR. Articles 

that did not address these areas were excluded for analysis. During this stage, 35 articles were 

irrelevant or not at all consistent with the purpose of research and were excluded. 

 

The last round of inclusion included only 15 articles that complied with all the criteria and were 

informative about technology and HRM convergence. The articles provided a balanced picture of 

the trends, issues, and implications of technology adoption in HRM across recruitment and 

training to performance management and employee motivation. The use of the PRISMA process 

facilitated systematic and rigorous process of narrowing down the pool of literature from 200 

articles to the most relevant 15. The exercise afforded quality research capable of capturing 

critical information in HRM transformation through technology. The chosen articles form the 

basis for further in-depth analysis on how technology has impacted the practice of HRM, noting 

its potential as well as limitations. 

 

This methodological strategy places emphasis on systematic literature reviews as sources of 

synthesizing diverse approaches and providing a sound foundation for further research. The 

findings organized through the maintained articles seek to advise practitioners and researchers on 

how to utilize technology for HRM innovation and change. The details of PRISMA method used 

are presented in Figure 1.  

 

4. Research Results and Discussion 

The results reveal diverse technological, cultural, and strategic forces shaping HRM’s digital 

transformation, while the discussion emphasizes integrating innovation, leadership support, and 

workforce capabilities to navigate change effectively and sustainably. Table 1 shows PRISM 

Analysis output. 
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Table 1: PRISMA Analysis 

S. 
No 

Researcher Title 
Research 

Design 
Result 

1 JieZhang&Z

hishengChen

, 2024 

Exploring Human 

Resource 

Management 

Digital 

Transformation in 

the Digital Age 

Literature 
Review 

Internal digital demands, 

industry innovation, 

competitive challenges, and 

governance issues are driving 

HRM digital transformation. 

The study also examines how 

this transformation impacts 

HRM processes, including 

digital workplaces, HRM 

procedures, and employee 
services. 

2 Muduli 

&Choudhury 

(2024) 

Exploring the role 

of workforce agility 

on digital 

transformation 

Systematic 

Literature 

Review 

(SLR) 

Agile attitudes and 

behaviors greatly influence 

digital transformation. The 

study shows that 

organizations with agile 

workforces are more 

efficient and adaptable 

during the transformation 

process. 

3 Meretal. (2023) Artificial 

Intelligence in 

Human Resource 

Management: 
Recent Trends and 
Research Agenda 

Systematic 

Literature 

Review 

The research identifies key 

trends and AI’s role in HR, 

recruitment, and training, 

showing that AI can 

streamline 

Processes and enhance data- 

driven efficiency. However, 

it also emphasizes the 

importance of ethical 

considerations and 
Training for HR 
professionals. 

4 Rawashdehet 

al. (2022) 

Disruptive human 

resource 

management 

technologies: a 

Systematic 

Literature 

Review 

The study found that e-HRM 

technology enhances 

operational efficiency and 

employee satisfaction in the 
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systematic 

literature review 

hospitality sector, but it 

demands careful 

implementation and ongoing 

updates. 

5 Pillai & Kailash 

B.L. Srivastava 

(2023) 

Smart HRM 4.0: 

Practices for 

Organizational 

Performance 

PLS-SEM 

Analysis 

Positive factors driving SHRM 

4.0 include top management 

support, HR readiness, 

competitive pressure, and 

technological preparedness. 

Negative factors include 

concerns about security and 

privacy. SHRM 4.0 enhances 

dynamic capabilities and 

organizational performance. 

6 Dr. Roberta 

Fenech et al. 

(2019) 

The Changing Role of 

Human Resource 

Management in an 

Era of Digital 

Transformation 

Qualitative 

Methodolog

y, Semi-

Structured 

Interviews 

Digitalization impacts HR 

practices significantly, 

particularly through HRIS. 

However, the role of HR in 

shaping digitalization strategies 

is often overlooked. Key areas 

include HR planning, reward 

management, and employee 

relations. 

7 Aan Adiazmil 

S., Muhammad 

Hidayat, Dynah 

A. Basuil (2024) 

Strategic Human 

Resource Planning in 

the Era of Digital 

Transformation 

Systematic 

Literature 

Review 

Highlights the importance of 

integrating advanced 

technology, engaging 

stakeholders, and focusing on 

skill development and 

leadership. Challenges include 

resistance to change, 

technological uncertainty, and 

forecasting future skill needs. 

8 Selma Kilic 

Kirilmaz (2020) 

Digital 

Transformation in 

Human Resource 

Management: 

Investigation of 

Digital HRM 

Practices 

Qualitative 

Research 

Organizations are adopting 

digital HRM practices like 

chatbots, QR code-based job 

applications, mobile HRM apps, 

dashboards for data analysis, 

and AI in recruitment processes. 
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9 Zhiyi Wang 

(2024) 

Human Resource 

Organization Support 

and Management 

Strategies under 

Digital 

Transformation 

Case 

Analysis 

Balancing technology and 

culture is critical for successful 

transformation. Company A 

excelled through digital 

techniques, while Company B 

focused on adaptable HR 

strategies for a competitive 

edge. 

10 Silvy 

SondariGadzalie

t al. (2021) 

Human Resource 

Management Strategy 

in Organizational 

Digital 

Transformation 

Qualitative 

Research 

HR strategy is essential for 

organizational performance 

during digital transformation. 

Emphasizes employee digital 

competence, leadership changes, 

restructuring, talent 

management, flexibility, risk 

management, and effective 

communication. 

11 Demetris 

Vrontiset al. 

(2021) 

A Systematic 

Literature Review on 

the Impact of Artificial 

Intelligence on 

Workplace Outcomes: 

A Multi-Process 

Perspective 

Systematic 

Literature 

Review 

Explores the AI-workplace 

outcome relationship using an 

'antecedent, phenomenon, 

consequence' paradigm. 

Recommends studying 

individual, team, and 

institutional levels, 

contextualized within HR 

literature. 

12 Jotabá M. N. et 

al. (2022) 

Innovation and 

Human Resource 

Management: A 

Systematic Literature 

Review 

Systematic 

Literature 

Review 

Categorizes HR development 

into four theoretical 

perspectives: organizational 

success factors, strategic HR 

management, human behavior, 

and learning management. 

13 Shobitha 

Poulose et al. 

(2024) 

Determinants and 

Drivers of Change for 

Digital 

Transformation in 

HRM: A Systematic 

Literature Review and 

Conceptual 

Framework Building 

Systematic 

Literature 

Review 

Develops a framework 

identifying drivers (e.g., 

technology, culture, leadership) 

and barriers (e.g., resistance, 

budget constraints) in HR digital 

transformation. Analyzes 157 

articles (2011–2024) and 

provides strategies for effective 

HR digitalization. 
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14 Fenech, R. et al. 

(2019) 

The Changing Role of 

Human Resource 

Management in an 

Era of Digital 

Transformation 

Qualitative 

Research 

Concludes that while 

digitalization impacts HR 

practices via HRIS, HR's role in 

digitalization strategies is often 

neglected. 

15 Fernandez et al. 

(2021) 

Tackling the HR 

Digitalization 

Challenge: Key 

Factors and Barriers 

to HR Analytics 

Adoption 

Sequential 

Two-Step 

Review 

Identifies 14 challenges in HR 

analytics adoption, spanning 

data, technology, people, and 

management. Suggests key 

characteristics for successful 

implementation. 

Source: Data processed (2025) 

 

The PRISMA table provides an in-depth overview of studies on digital transformation in Human 

Resource Management (HRM) and its drivers, challenges, and implications. Zhang and Chen 

(2024) identified internal digital imperatives, enterprise innovation, and competitiveness 

pressures as the leading drivers of digital transformation. These drivers, as their study showed, 

push companies to change HR practices to increase efficiency and sustainability. Similarly, 

Muduli and Choudhury (2024) referred to workforce agility as the key enabler of operational 

effectiveness and agility in digitally driven rapidly changing business environments. Mer (2023) 

and Priyashanthaet al. (2022) researched the contribution of Artificial Intelligence (AI) and e-

HRM technologies to enabling HR activities. Their findings emphasized greater operational 

effectiveness, job satisfaction, and strategic planning and system updating to avail technology 

benefits. Meanwhile, Pillai and Srivastava (2023) examined SHRM 4.0 and discovered 

determining factors such as management support, technological readiness, and perceived benefits 

that enhance organizational performance. The study revealed the mechanisms through which 

SHRM 4.0 formulates dynamic capabilities such as learning, integration, and reconfiguration, 

enhancing organizational adaptability. Fenech et al. (2019) and Kirilmaz (2020) researched how 

digitalization affects HR practices specifically looking at Human Resource Information Systems 

(HRIS). Their research documented how technology facilitates HR activity but how the 

contribution of HR to overall digital strategy is typically overlooked. Hidayat and Basuil (2024) 

discussed the necessity of embedding advanced technology, engaging stakeholders, and 

developing competencies as a way of harmonizing HR planning with digital age demands. 

 

Wang (2024) and Gadzali et al. (2023) put great emphasis on exploiting technological progress 

in conjunction with cultural adjustment. Their studies revealed that successful digital 

transformation is dependent on being flexible, competitively better, and properly reorganization. 

Pereira et al. (2023) discussed the implementation of smart automation in HRM, focusing 
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particularly on human-robot/AI collaboration, data-driven decision-making, and learning options 

for improved HR functions. Jotabá et al. (2022) categorized theoretical perspectives of HR 

development based on organizational success factors, strategic HR management, and learning 

programs in innovative practices. Similarly, Poulose et al. (2024) also developed a 

comprehensive framework for HRM digitalization strategies, such as drivers and hindrances such 

as resistance to change, budget constraints, and managerial support. Such frameworks are 

essential blueprints for firms to perform digital transformation effectively. 

 

Fernandez and Gallardo-Gallardo (2021) recognized barriers to the implementation of HR 

analytics. These barriers are conceptual ambiguity and barriers found in terms of technology, 

people, and management. From their research, there needs to be a clear understanding in order to 

effectively implement HR analytics in organizations. To put it all together, the PRISMA table 

conveys the intricacy of HRM's digital transformation. It emphasizes the necessity for integrated 

solutions combining technology, culture, leadership, and talent building in order to ensure 

sustainable prosperity. Such results are beneficial to scholars and professionals who seek to 

respond to the overall challenges of digital transformation in HRM. 

 

5. Conclusion 

The PRISMA table analysis points out the instrumental role of digital transformation in 

redefining Human Resource Management (HRM). It emphasizes the need for organizations to 

evolve in accordance with fast-changing technological environments while meeting customer 

requirements, spurring industry innovation, and overcoming competitive challenges. The use of 

sophisticated digital tools like Artificial Intelligence (AI) and e-HRM systems has been found to 

greatly contribute to operational effectiveness, employee engagement, and general organizational 

performance. Successful implementation, however, requires a strategic direction, with some key 

factors deserving special consideration. 

 

One of the most important points highlighted in the analysis is workforce agility. Organizations 

have to develop an agile and adaptable workforce that can navigate the complexities of digital 

transformation. This requires not just providing employees with the necessary digital skills but 

also instilling a mindset receptive to innovation and ongoing learning. AI and e-HRM 

technologies, though bringing extensive possibility of alleviating HR functions and decision-

making processes, need to be implemented with caution to actualize the possibilities within the 

organizational objectives and cultural ethos. Management support, technology readiness, and 

perceived benefits have come forward as key to effective implementation of SHRM 4.0 

practices. These factors allow organizations to create dynamic capabilities like learning, 

integration, and reconfiguration, which are crucial for sustaining competitive advantage in a 
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digital economy. In the absence of effective leadership and a well-defined vision, the maximum 

potential of digital transformation programs can go untapped. 

 

Another vital area is balancing technology with organizational culture. The research calls for 

organizations to be flexible and competitive while making major restructuring decisions. Cultural 

flexibility and acceptability should be prioritized to allow digital transformation to be embraced 

at every level in the organization. Change resistance, a prevalent challenge, can be managed 

through efficient change management processes and open communication. Furthermore, the 

research underscores stakeholder involvement. Involving critical stakeholders like employees, 

managers, and external partners in planning and execution will help ensure alignment and buy-in 

for digital transformation initiatives. This cooperative process encourages ownership and 

accountability, decreases resistance, and improves chances for success. 

 

Building digital-responsive capabilities among workers is also important. Training initiatives in 

digital skills need to be custom-designed to address the needs of the organization and its 

workforce. Not only does this prepare employees better, but it also increases job satisfaction and 

retention due to the congruence between individual development and organizational goals. 

Lastly, the research highlights the requirement for organizations to contrast technological 

progress with ethical and human-focused strategies. Though digital technologies have many 

benefits, they are accompanied by problems like data privacy issues, prejudices in AI-driven 

systems, and the threat of employee alienation. To remedy such challenges, it is necessary to 

have a comprehensive framework where technology is balanced with ethical procedures and 

employee welfare comes first. Finally, the PRISMA table analysis shows that effective HRM 

digital transformation is not just the implementation of cutting-edge technologies but also the 

promotion of adaptability culture, collaboration, and continuous enhancement. Integrated 

strategies need to be developed by organizations to mix technological innovation with human 

values and be able to achieve sustainable growth and resilience in a more digital world. By 

addressing the identified challenges and leveraging the opportunities presented by digital 

transformation, HRM can play a transformative role in driving organizational success. 
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Figure 1: PRISMA Method 
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