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me sital technologies can change the strategi

5 ca é gic role of HR

anagd . Fanfiue ey
M:{:c‘dk‘"“"-\' of effective organization and sustainable growth
in '
., njethodology/ Approach - The paper
son/ | i : PEr uses a conceptual and empiric
- . . merspective s Reetnie al a ach b
.lm‘,mormmg the perspectives of the Resource-Based View (RBV) and Téchnologi/ Acce 1222: li/l;ode};
(rm\ﬂ 10 ,;.i\'mmnc t‘l}::n}‘::l;lqcl:fqi;c_hnoIOglICS F\Clllding Artificial Intelligence (Al) Macl?ine Learning
e somputing, < analytics on the funda : e ?
1), cloud compty ! amental HRM ac i
Q\l e oreanizational case evidence, and survey data on HR @ thfnes. The review of the current
jjterature, OTS aon professionals working in various fields

apport the analysis.

i show that ical i .
ngs - The ﬁll])(lh*n\%z S rovix:he'ttec?no'loglcal Innovation can contribute reaching the goals of
HR in considerable W Y, 1mp . g its efficiency, accuracy, and alignment to the strategic business
objectives- Reports of impact are in the areas of digital recruitment, talent analytics, e-learning and
formance mana:gemem systems. Neverth.eless, the implementation of progressive téchno]ogiez also
introduces some.dllemmz_is as el.nplf)yee resistance, mismatch of the skills, data protection issues, and
the robotic decision-making ethicality. ’ >

Findi

Practical implications - The research has practical implications on HR practitioners and organizational

Jeaders 10 develop technology-based HR practices that are more balanced between au'[ogmation1 Oar:li

 pumanistic values. It also recommends the capacity-building initiatives to improve the digital literac
and foster agile HR designs in response to the technological change. g

Originality/ Value - This paper is a part of the developing discourse on digital transformation in HRM
25 it offers an integrative framework that connects technological innovation to the development of
human capital and the competitiveness of the organization. It contributes to the academic knowledge
of the way innovation can be used to build resilient, adaptive and future-ready HR systems. -

Key words: HR strategies, HR practitioners, digital recruitment, innovation, technology
) Paper type: Research Paper

1. Introduction

- The vyorld has experienced an unparalleled surge of technological advancement that is changing the
- Organizational formulation, procedures and labour relations all over the world. Human Resource
: Manager.nem (HRM) which was largely administrative and transactional has to this day changed to be
»,g:trateglc ally with the power of digital technologies(Zhou et al., 2021). How organizations attract,
{ VV(A‘IICIOP’ engage, and retain talent has been re-examined by the integration of Artificial Intelligence
o ) Machine Learning(ML), data analytics, cloud computing and automation(Wang & Zang, 2005).
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HRM technological innoy ation does not simply stop at automation of traditional activities, iy .

the whole process of workers., Al-based recruitment tools allow selecting the candidate base ‘il\lorms
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Interaction(Soomm & Shah, 2013). Likewise, training via e-learning systems and trainip, invi g
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reality promote long-term learning and acquisition ot skills, The use of the HR analyties enabjer
companies o anticipate the turnover, evaluate the pertormance of the employees, and b“”t‘hlm:E the
human capital strategies against the business goals(Pradana et al., 2020). These ["Ch“()‘lo’i”.w
innovations not only make the HR operations eflicient, but promote innovation, inclusivilygqcrd:
personalized cmployee experiences, Nonetheless, these changes demand new skills of HR practiti 0{;;:‘
who will have to strike a balance between technology effectiveness and ethical, emotional ang socj;|
aspects of human resource management(Porgieter &Mokomane, 2020).

Although these have been made, there are indeed challenges to the integration of technology in HRM
Sonee of the challenges that organizations tace include a risk of data privacy, resistance to digital
adoption, digital illiteracy, and possible dehumanization ot work(Pérez et al., 2002). In addition,
excessive use of technology may even compromise on the human-based nature of HRM dependence
unintentionally unless handled strategically. Thus, it is necessary to comprehend the two-fold effect of
technological innovation its possibilities and challenges to ensure the ability of organizations that want
to use digital transtormation as a chance to develop human capital in a sustainable manner(Cano &
Cano, 2006a). Such studies are especially applicable to emerging economies, where the use of
technology in HRM is progressing at a very rapid rate and it is still disparate within sectors and
industries(Olander et al., 2013).

In this regard, the current research intends to determine the impact of technological innovation on HRM
tunctions and organizational performance and how digital transformation transforms the strategic role
of HR(Lee et al., 2019; Lopez-Cabrales et al., 2009). It also aims to provide to the theoretical and
empirical knowledge by combining the resources provided by the Resource-Based View (RBV) and
the Technology Acceptance Model (TAM) with the focus on how the use of technology-driven HR
capabilities can boost the competitive advantage(Kossek, 1987). Through the analysis of enablers and
barriers to technological use in HRM, this study can examine the topic in a holistic manner, which fills
the gaps between the theory, practice and policy, and subsequently offers the future research and
practical innovation in the human resource management field(Gope et al., 201 8).

2 Literature review

i

7 1. HRM Transparency and Effectiveness

Transparency in Human Resource .l\/_lunngcm.cm (l"ll.{‘M) {11:1)' be defined as transparency and openness
of HR processes, policies, and dccnsulwfmnnk’m;; \\‘h‘lth\p[(\lnn(c&} trust, accountability and equity in the
oreanization(Cano & Cano, 2006b). The HR tunc [-l;;n,h 'lp rgcrun. appraise performance, promote and
remunerate employees among others was lmflm:;l'l:l (\)IT w;\f‘d as being behind the veil and this might
result in cmployee ‘HSS““““C“D!‘ i o L;?n‘ -llLlltl(\l \‘l-l'“"L; -N al, 2015). "“'““Spm'cnc_\,' in FHRM has
been areatly pronmlcd lhrmfgh 1|\.1L\g|-;{[|\\t1 n‘ . t:: m(i,:f‘;l,:;:- "ldvu‘nucs which has digitalized records,
-mm:ﬁutcd worktlow and ol'lcrcd‘tcull Ilvll‘l:. :\‘LI:.:C-[\'EC lm”'lil\‘lu‘)n ;gjlmcd !0 l‘lR(Knng & Snell, 2009).
ilR systems based on the cloud, employee seli dS and analytics dashboards will enable
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Il“"‘h. . Technology also helps build trust and engagement among employees by increasing
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gpare it "y ¢ S v o INOrnasn A€ « . ) . J ’
"JHW o i Whld‘l) i the end leads 1o increased workforce satisfaction and organizational
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ul}l.ﬂ:iv'cncgs(] ce et al.. 2019)
eflct ‘ . |
fectiveness ol ”l"m”.Rb.wmlCL Mdn"t?'“m.““ (FIRMY) is the extent to which the HR practices and
[ s play & role in achieving the organizational performance, employee satisfaction and general

apies PHL . — 5 Ty 9 i orina '
ﬂml}tﬁarcc P'""'“C‘W"y(/‘h““ & Tu, 2021). The technological innovation has alrcady become a key to
wor

iceess 0 CHRM, as il's“"l’li‘_“%: “hc processcs, lacilitates the decision-making process, and allows
S L Gty hus.mc.ss goulS(Ag}"“lS et al., 2022). Artificial Intelligence (Al) and other
8‘“1:"";!"}\,0 cloud-based | p_lnlllorms, automation systems, and HR analytics cnable HR specialists to
i "lc the recruitment, (rAmIng, i pcrl(?l"n};m(;c appraisal, attendance monitoring, and engagement
o Joyees in @ more data-driven and efTicient way(Zhao & Tu, 2021). Technology also makes it
“r"""’)‘")m,mo.- in real-time, make l)l‘C(lif:lions and develop evidence-based policy, which minimize
- f:}ics, enhance transparency and build trust in the employces(Potgicter &Mokomane, 2020).
““St“o\,cr‘ RM has been cmpowered by .lcch“()logy Lo create strategic value, through the planning of
Mo"rl:f‘“w‘ tlent development, and retention policies, which, in the long-term, leads to organizational
m““ competitive POWET, an.d long-term _g"OWlh(Farrukh ct al,, 2022). Conscquently, FIRM as an
23:,111)1{strmivc function Grows o a.Sll'mC'gl.C accomplice that is used to develop human capital as well
s organizational SUCCESS due to the integration of novel technologies(Zafar et al., 2023).

mols.

casy

Hi: HRM Transparency has a positive effect on HRM effectiveness.
2.2, Recruitment screening

Human Resource Management is an imporl_anl role in recruitment screening that depends on the quality
and fitness of applicants in the orgamzahc?nal. positions. Historically, screening in the recruitment
process was donc manually a.nd through reviewing of resume, interviews and reference checks, which
was time consuming and subject to human bias(Ganz, 2020). The technological innovation has made a
profound change in this process by introducing the tools that include Artificial Intelligence (AD),
Machine Learning algorithms, and Applicant Tracking Systems (ATS)(Dominguez Escrig ct al., 2016).
These technologics make it possible to automatically parsify resumes, focus on candidate potential and
shortlist effectively based on skill, experience and cultural compatibility(Engelsberger et al., 2022). Al-
based recruitment solutions can also process substantial amounts of applications within a [raction of
the time, minimize unconscious bias, and offer data-driven information to improve the quality of the
recruitment decision(Della Torre et al., 2020). In addition, the possibility of integration with digital
platforms and social media analytics helps organizations to find passive candidates, evaluate online
presence, and foresee [uture performance. This has not only made technology-enhanced recruitment
scrcc.nfng more efficient in terms of operations, but also enhanced the strategic parallel of human capital
agqunsnion with the organizational goals, producing a more agile and competent workforce that is more
diverse(Cano & Cano, 20006b).

12: Reery i Hive el |
2,[{“,.,,"..0"1 sereening has a positive effect on HRM Transparency.
23, Altcmlnncc

| The Aendanee
i theek of ¢

tracking

C tracking is one of the central R functions and is provided to ensure proper attendance
AFmembers in terms of their attendance and their working hours and adherence to the
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24. Learning opportunities

modes of training, like workshops,
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digital learning environments, online Iearning courses,
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| indicates the conceptual model and the hypothesis outcomes from the literature review.

. are

F,glll

el Concept™

figt"

Methodﬂlogy

d of data collection and measurement.

S re

al Model

fetho
M o . _
> ch design used in this study was quantitative research design to investigate the effects of

he resedr i nnovation on Human Resour.ce Management (HRM) effectiveness. The structured
(ecllnowglc-re was administered to HR profesmox.)als and employees working at various industries, such
ques ionn?llufacturing, and service. The purposive sampling method was used to make sure that the
s 1 mats - persona”}’ e.xposed to the use of technology-based HR systems like Al-based
nden ystems, e-learning Systems, attendance tracking systems, and HR analytics
gecrultm i yabeng-Mensah etal., 2020). The questionnaire was designed and included questions on a

7 _em Likert scale, with a stron_gly gilsagr ee to strongly agree measure, which covers the perception
five-pol ondents about technological innovation, HRM practices, and organizational outcomes. Such
of t.he reSEtmcts were Technological Innovation (automation, Al, cloud platforms, HR analytics), HRM
main C-Ozness (recruitment efficiency, employee engagement, performance appraisal accuracy, training
Eﬁ”ectlves) The measures were adjusted based on the validated scales in previous literature (e.g., Marler
ou;c%r:rry '9016; Strohmeier, 2020) so that to guarantee reliability and content validity. Structural
;I;uation fv{odeling (SEM) was _used to analyze data in order to test hypothesized relationships and
check the mediation and_ moderatl_on'effects and the overall fit of _the x_nodel. Thjs methodology enabled
asound study of both direct and indirect outcomes 9f technologxcal innovation on HRM performance
noffering empirical support to the theory construction and business applications.

4, Data analysis and Results

8 -l Rocuiment scroering ?
»

2 > 8
[5 Anﬂﬂarqmng . ed‘ndogy 5§ = P =, :

ke Assmlng the structural modelFigure 2: Structural Model Results

The proy:

] | pivogloz)f; Ctl Si:usugml model gives a full picture of the way technological innovation is servipg as a

"“ediating effer;tanfcmg the effectiveness of H_uman Resource. Manggement _(HRM) with _the

1 ance tracking © transp&}rency. The three variables observed including recruitment screening,

I Oraed ip g & and learning opportunities are some of the important technological practices
tmdicativz g]R fu“‘_?tior.ls. Among them, learning opportunities (loading = Q._SS) appears 1o be

© Which implies that technology-based learning platforms, digital training, and
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0.53) has a moderate efte
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arency steuctural path (B = 0.68) demonstrg(eg ) ‘
s as or
S Of g,

embrace modern and advanced technology. the internal processes ol the organizy; By |
visible and traceable. This fosters transparency 1 communication, decision-makiy, "1’lmn Wi )(\‘ltnnn
employees. Moreover, the direction between Transparency and HRM El'tbc(ivqui'l”d OVl I»w)'”c
that transparent HR practices result in increased employee trust, motivation, “.“‘d([:’l; ‘:‘56 g,u:\l’ _\:

s ht“()n |

ally improved performance Outcomes. g |
_ i |

The technology innovation (o transp

eventu
«es the fact that technological innovation not only dircetly
: Y moder:
akes HRM more effective due to the development nl'fl:zdcl'lu/,cslll(
' Mosp)
PCre

of clarity and accountability. The mediation use of transparency means that the g
2 . . * by advantan

technology get to be optimized when organisations embrace the practice of open '"(';"NS of
and gy

il

communication. Therefore, the results support the idea that HR departments become strategic ol
innovative technologies, including data analytics, Al-based HR, and cloud-based HR, to ‘: ’olnu!w
transparency and the overall HR performance more efficient during the digital age. + 10 ke

Together, the model underlir
operations in an indirect way. it m

Table 1: SEM path coefficient and hypothesis testing

ﬁpothesis Estimate S.E. CR [ P ] Labd
Hl Transparency <--- | HRMEftectiveness .6335 107 5925 | ** | Supported
H2 Recruitmentscreening | <--- HRMEftectiveness 502 A25 4,022 |*** Supported
H3 Attendancetracking <-- | HRMEfectiveness O 347043 ) [Supported
H4 Learningopportunities | <--- HRMEfTectiveness 820 A28 (6,147 [*** [Supported ]
that there are statistically significant relationships

tural equation model show
bles of the construct, w

are significant. The
othesized relationships.

hich signify that the model fits well,

Findings of the struc
coefficients of all paths ar

between HRM Effectiveness and the varia
and the interrelationships among the constructs
significant at p =0.001, and strongly support the hyp
s influences Transparency (f = 0.635, CR.

ontribute to the more open and transpareit

The results prove that the HRM Eftectiveness significantly
(p = 0.820, CR~

= 5.925), meaning that the well-functional HR practices ¢
organizational processes. Other influencing factors such as Learning Opportunities

6.147) and Attendance Tracking (B = 0.944, C.R. = 7.043) are both greatly affected by the IR
Effectiveness indicating that most organization has an eftective HR system, the more likely to ado
technology-based methods of continuous learning and accurate attendance management. /\{‘Omcr
relationship that bears a positive correlation, which?s. however, rather moderatc, is that of Rccrm‘fﬂcil.[
Screening (B = 0.502, C.R. = 4.022) that states that HRM efficacy results in improved ¢l bl
atic and open recruitment procedurcs.

selection and hiring efficiency due to the system
, N 43, CR™
Lastly, the two-way relationship between Transparency and HRM Effectiveness = O'(’b';‘llbrcinﬂ
; . ginfor™>
Thefindings confirm the mutually T cor'lIR

ffoclive s
as the effect! ,ucmcnl

An’

7.452) demonstrates the transparency is high.
[earning A

relationshi ; g .
practicx:essh:ag lt)}i\\;fr:n the eftectiveness of HRM and its transparency, as well
o . A D )
systems aUIOmatedonb promoters o.f the application of new technologies like
: attendance tracking, and data-driven recruitment tools.
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slection processes.
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oG st transparency and c‘nh*mcmU the efficiency of the recruitment process. This is a

t can guarantee sustainable HR de\'elopmmt and the organizational excellence of

research confirm that technological innovation has a transformative il}\pnct on the
Management (HRM) functions. which is in line with the emerging literature that
=~ 2y as a strategic facilitator as oppoqed to the administrative instrument. In line with the
*Based P\\ (RBV). when organizations invest in innovative HR technologies they acquire
3 ah at are valuable, hard to imitated, and rare, thus enhancing their competitive

gs reveal that digital ofterings like Artificial Intelligence (Al), HR analytics, and
; 1s are efficient in the operational efticiency, accuracy of decisions, and enllplovee
U‘t\ confirm that the previous studies (e.g., Parry and Battista, 2019; Stro nnenl?l
10 the fact that digital transformation streamlines HR functions and promotes the

SUment of humap capital and organizational objectives.

S that ha
=Ufldve
sy

greater ositive
an innovative culture and an enabling leadership style show a greater p

T Rlweey ther h'md opposition to
‘een the ¢ technological progress and HR performance. On the o ¢
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nformation privacy may reduce the
< Strat"“-'

= lies that although rechnology 1s @ &F owth driver, its effects 1
pe able 1© deal - with cultural change, ethics, &ndd” epe..
-ddle ground between the techno’logic‘alre-skg
gical ef,,,

= anization W
fie OrE2 hould find a midak .
[uding empathy, inclusion. and trust. As ., -

S P

1zt humar aspect, inc
meve™" - nr;l:r;ifmmz as hfgh[ighted in thi's discussion, the future of HRM is not jyg, -
but rather in developing 2 dynamic gcosystem where.hug.,ans and teChnolog_If‘"
the discussion supports the thesis that technolog}cal innovation is the E» ey,
e dimensions 10 consider, i.e.; 1t prosperity depends on ihe”inz?‘ ;
source abilities; and organizational preparedness. o,

o
NN
=R,

6. Recnmmendaﬁons
omated attendance solutions, and o,

e
g

[-based recruitment systems, aut
dings of Jearning opportunities and attendance tracking were the bz
n the constant development of employees through e!;f
o develop the culture of inmovation 5

[sing the model 2suggest A
[earning platforms- As the loa
£e HR departmernts would need to invest i

ng instruments in order t

svgtems znd performance monitori

-
-

flexibility-

made part of the HR values. Companies can enhance imtegrsy,
Jvement of employees by leveraging technology to make their HR practices e
g fair performance indicators, having open communication chann<ls, &
-way connection between the efficacy and transparency &
hence establishing transparent systems will maintain HRY

Second, transparency must be
pErenCY; and Invo
arsparent, lie by postin
fransparent evzlnation Systems. The two
(M fraplies thatl both support each other

faprovernents i the long term.

g
L 2k S

digital competencies =
p the HR team tomee
hould be @ balancz
he best eﬁiciengx

agement about the
tems. This will hel

s. Lastly, there s
vides t
e suggestions €
urce

Third, the HR professionals should be trained by the man
provided by these technological sys
lign the technological initiative
human judgment, although automation pro
faimess and ethical concerns. Thes
ve operations besides serve as a strategic reso

<réer 1o utilize the data
teth stramegic decisions and a
<o fution between technology and
hurrzn perception is necessary to provide
i prions to utilize technology 10 impro
- long-tzrm HRM success and organizational prosperity.-

to ensi=®

2

Conclusions

e

sition of technological innovatio

This peper highlights the critical po
le of the company towards 2

¢ one Resource Management (HRM) to take the ro
, pertner. It has i i i i
(; i ! h;u [been proven that the introduction of high-tech solutions, SU¢
nice, data ana 3 . . - .
- ,,c(;{/;f/yt,m”’ cloud computing, and online learning platforms, contributed 10 the "
‘;‘:‘;(.ﬁ;.(.;", Lec; ; accuracy of decision-making, employee engagement, and talent manas aligh
= “:a”o;} gJUp'port evidence-based practices, which enables HR profeSSloﬂ315 'ges the
trategies y g b i 4
vt e 2oy p\’t”_th the overall organizational goals, as 2 result of which 1t prov!
ipetitive advantage and sustainable growth.
. noﬂ:d

e

Fheresezrch
ymakers,

I A

ani offer 2 . .
he impl’cmi:\iz?'cal IfOrIfAtion 1 HR leaders, polic .
, ion of digital tools should be supported by the extensive tramlﬂ‘:’t’ion and
. ova .
he culture of e esses &

WCE rmodels., a
S, and the ongoi H h
i in 1 1
g g HR results monitoring. Throug t
mize H]{ ])]]Sl]less Pr

'H cessary tech o "
s both flexible and robust enough to flourish in the digital age
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A Swdv onthe | ong chnoloy L] Creayathr Mapin Je Bella
tudy ont nfluence of Te 9
mok ;l(.‘ll N | KM I s

|
T Jonima
! ad A I 5

Limi"'“n"‘\
. offers a lot of knowledge s il
fhis st “nLI.];‘R\I) Th “:L;Ib(' on the effects of technological innovation on Iluman
. M). cs / / olls ¢ ‘
nt ( dy mainly dwells on organizations that have already

\fanagenme R technologi
y ol rchnologics 'hic 4 .
U ed the digital 1R technologies which can restrict the generalization of the results to

o™ ons that arcin ”,“ nlntml qmc‘tt OJJ“CI"IOIOS'C‘” adoption. Theauthors base the study on cross
aifs 1y limits the powe oSCri ’ ) Y >
pich limits the power (o escribe the long-term and dynamic changes in technology

2
a W "

ol & ome of HRM. POl
¥ ion o the outcome f HRM A“ho"ghSUCl} intermediaries as digital competence, employee
e and Ol'ﬂileEllIOl‘lﬂl culture were considered, ot} . s SHPOY

s ement 8ME 7 sl d , other potentially powerful variables, like
ic rechnological preparedness, employee attitudes to automation, have not been

') C

et Wi =
pdustry Theresearch is mostly based on
Y formal HR processes and may underestimate the

= v|l".llt‘d n ("Cplh' {the HRM hat ] i
. L;wil or social nature of the that could be impacted by technology.
|‘1T\"' .

:! _ .o overcome th i : -
per studies can also OV ?chovlgs \‘:flf i!lortcomm.gs by using longitudinal designs in tracking how

s nological innovation ¢l ng e an.d In varying organizational settings. Comparative
whnOIOEEE S L stries, regions, or firms of various sizes might yi i i i

h;cc\\lﬂ"“'" g S S might yield more information on the impact
".:(h‘clCn\'ir(\ﬂlﬂt‘m ﬂn‘d St.rllcludrje ontl 1ee cht}cy of digital HR interventions. Moreover, the exploration
;;c new technologies including the ;‘5‘;0_ Al-powered predictive analytics, virtual reality training
2 U N g i i H :
of! Hp{kcham'bnb‘_'d HR systems and their ethical, social, and psychological consequences would
¥ R . the insight into the new technology-driven HRM.
en At &=
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