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ABSTRACT  

The rapid advancement of technology has significantly disrupted Human Resource Management (HRM) 

practices, presenting both opportunities and challenges for organizations. This study aims to explore the 

impact of technological disruption on HRM, focusing on the transformations in recruitment, training, and 

employee management. By employing a qualitative methodology, the research utilized case studies from 

organizations such as Telkom and Unilever, complemented by interviews with HR leaders to analyze how 

they have successfully adapted their HR practices to the digital age. The findings indicate that 

organizations that integrate AI-driven tools and digital learning platforms into their HR processes have 

enhanced recruitment efficiency, employee engagement, and performance management. However, 

challenges such as employee resistance, job displacement concerns, and the need for continuous upskilling 

were also identified. The study suggests that organizations should prioritize creating an adaptive work 

culture, support employee well-being, and provide reskilling opportunities to ensure that technology 

complements human capital. These findings have important implications for HR professionals seeking to 

navigate the digital transformation of HRM, providing a roadmap for balancing technological adoption 

with human-centric strategies in the workplace. 

Keywords: Technology disruption, Human Resource Management, digital transformation, adaptability, 

employee engagement. 

 
ABSTRAK 

Kemajuan teknologi yang pesat telah secara signifikan mengganggu praktik-praktik Manajemen Sumber 

Daya Manusia (MSDM), menghadirkan peluang dan tantangan bagi organisasi. Penelitian ini bertujuan 

untuk mengeksplorasi dampak disrupsi teknologi terhadap MSDM, dengan fokus pada transformasi dalam 

perekrutan, pelatihan, dan manajemen karyawan. Dengan menggunakan metodologi kualitatif, penelitian 

ini menggunakan studi kasus dari berbagai organisasi seperti Telkom dan Unilever, yang dilengkapi dengan 

wawancara dengan para pemimpin SDM untuk menganalisis bagaimana mereka berhasil mengadaptasi 

praktik SDM mereka ke era digital. Temuan menunjukkan bahwa organisasi yang mengintegrasikan alat 

berbasis AI dan platform pembelajaran digital ke dalam proses SDM mereka telah meningkatkan efisiensi 

perekrutan, keterlibatan karyawan, dan manajemen kinerja. Namun, tantangan seperti resistensi karyawan, 

kekhawatiran akan pemindahan pekerjaan, dan kebutuhan akan peningkatan keterampilan yang 

berkelanjutan juga diidentifikasi. Studi ini menyarankan agar organisasi memprioritaskan untuk 

menciptakan budaya kerja yang adaptif, mendukung kesejahteraan karyawan, dan memberikan kesempatan 

pelatihan ulang untuk memastikan bahwa teknologi melengkapi sumber daya manusia. Temuan ini 

memiliki implikasi penting bagi para profesional HR yang ingin menavigasi transformasi digital HRM, 

memberikan peta jalan untuk menyeimbangkan adopsi teknologi dengan strategi yang berpusat pada 

manusia di tempat kerja. 

Kata kunci: Disrupsi teknologi, Manajemen Sumber Daya Manusia, transformasi digital, kemampuan 

beradaptasi, keterlibatan karyawan. 

 

INTRODUCTION  

The rapid advancement of 

technology has significantly transformed 

various industries, including the field of 

human resource management (HRM). 

Technologies such as artificial 

intelligence (AI), machine learning, big 

data, and automation have reshaped how 

businesses operate, with organizations 

increasingly relying on these 

technologies to streamline processes, 

enhance productivity, and improve 
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decision-making. However, this 

technological revolution has introduced 

challenges for HRM, particularly in 

adapting traditional practices to meet the 

demands of a digital age. The automation 

of repetitive tasks, the rise of remote 

work, and the need for continuous 

learning have made it essential for HR 

departments to rethink their strategies for 

recruitment, employee development, and 

performance management (Suharno et 

al., 2017; Gunawan et al., 2019). In this 

context, the HRM function must not only 

adopt new technologies but also build an 

agile workforce that can thrive amidst 

rapid technological changes (Wahyuni, 

2020). 

As organizations face these 

challenges, the importance of a 

transformative approach to HRM 

becomes clear. To remain competitive, 

companies must create environments 

where employees are empowered to 

adapt to new tools and workflows. While 

technology offers numerous 

opportunities, it also places pressure on 

HRM to foster a culture of continuous 

learning and adaptability. This is 

especially true for organizations that 

operate in industries susceptible to 

disruption. As such, HR leaders are 

tasked with balancing the integration of 

cutting-edge technologies while 

maintaining a human-centric approach 

that prioritizes employee well-being and 

engagement (Donovan, 2018; 

Kurniawan & Prasetyo, 2021). Thus, 

understanding the transformation of 

HRM in the face of technological 

disruption is critical for developing 

organizational resilience and ensuring 

long-term success in a rapidly evolving 

business environment. 

The focus of this research is on the 

transformation of (HRM) in the context 

of technological disruption, particularly 

the shift towards more adaptive 

organizational structures. As 

organizations strive to leverage 

technology for better efficiency, the role 

of HRM becomes pivotal in managing 

this transition. This transformation 

involves not only the adoption of new 

tools but also the creation of a culture 

that supports ongoing learning and 

innovation among employees. In order to 

stay competitive, businesses must equip 

their workforce with the necessary skills 

to adapt to technological changes while 

maintaining human-centric practices that 

prioritize well-being and engagement. 

Studies have shown that HR departments 

must adapt their strategies to include 

data-driven decision-making and utilize 

AI for better recruitment, training, and 

performance management (Suharno et 

al., 2017; Gunawan et al., 2019). This 

shift in HRM practices is crucial as it 

directly impacts organizational 

adaptability, allowing companies to 

adjust quickly to market demands and 

technological advancements (Donovan, 

2018). Moreover, it is essential to assess 

how these changes are perceived by 

employees, as their response to 

technology-driven HR practices will 

significantly influence the success of 

organizational adaptation (Wahyuni, 

2020). Thus, the next section will 

explore the strategies employed by 

organizations in reshaping their HRM 

functions to foster an agile, technology-

adapted workforce. 

Technological disruption has 

significantly altered the way 

organizations manage Human Resources, 

reshaping traditional HRM functions and 

presenting both opportunities and 

challenges. The introduction of 

automation, artificial intelligence (AI), 

and data analytics has shifted HR from a 

transactional to a more strategic role. HR 

departments now leverage these 

technologies for recruitment, talent 

management, and employee 

development, aiming to improve 
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efficiency and decision-making. For 

instance, AI-based tools are used for 

screening candidates, while big data 

analytics informs talent retention 

strategies (Gunawan et al., 2019). 

However, these advancements present 

challenges, particularly in upskilling 

employees to use new technologies 

effectively. A report by the World 

Economic Forum (2020) reveals that 

94% of employees will need to learn new 

skills to adapt to automation and digital 

transformation. Furthermore, the rapid 

pace of technological change has raised 

concerns about job displacement and the 

need for HR professionals to lead the 

way in fostering a continuous learning 

culture (Suharno et al., 2017). This 

transformation demands a shift in HR's 

role from managing employees to 

managing an agile, tech-savvy 

workforce, and organizations must find 

ways to balance technology adoption 

with employee engagement. Therefore, 

the next section will examine how 

organizations can create adaptive HRM 

strategies that allow them to remain 

resilient in the face of technological 

change. 

While the existing literature 

highlights the various ways in which 

technology is transforming Human 

Resource Management (HRM), there 

remains a significant gap in 

understanding how these technological 

advancements are integrated into HRM 

practices in real-time. Previous studies 

have focused on individual aspects of 

technological integration, such as AI in 

recruitment (Hamdani & Yusuf, 2021) 

and the role of automation in 

performance management (Putra et al., 

2020), but few have examined the 

overall strategic shift that organizations 

must make to remain competitive in an 

increasingly digital world. Additionally, 

while much of the research explores the 

impact of technology on HRM, less 

attention has been given to the specific 

challenges organizations face in 

adapting their HRM functions to 

technological disruptions, particularly in 

terms of workforce training and 

maintaining employee engagement 

(Pratama & Setiawan, 2022). 

Furthermore, while some studies have 

suggested that a culture of continuous 

learning is critical (Wahyudi et al., 2020), 

there is a lack of empirical evidence on 

how this learning culture is developed 

and sustained across different 

organizational environments. 

Addressing these gaps is crucial for 

understanding the full implications of 

technological disruption on HRM and 

providing actionable insights for 

organizations. In the following section, 

the study will explore how organizations 

can strategically integrate HRM and 

technology to foster a more adaptable 

and resilient workforce in the digital age. 

The primary objective of this 

research is to identify the changes in 

Human Resource Management (HRM) 

driven by technological disruption, 

particularly focusing on the 

transformation of traditional HR 

functions in response to automation, 

artificial intelligence (AI), and digital 

tools. As organizations increasingly 

adopt new technologies, HR practices, 

such as recruitment, talent management, 

and employee training, have evolved to 

integrate these advancements. 

Understanding these shifts is critical for 

organizations aiming to stay competitive 

in the digital age. This study will also 

analyze the strategies implemented by 

organizations to create an adaptive work 

environment that fosters employee 

engagement, continuous learning, and 

resilience in the face of rapid 

technological changes. By identifying 

key success factors, this research will 

provide valuable insights for HR leaders 

seeking to balance technology adoption 



2024. COSTING:Journal of Economic, Business and Accounting 7(6):9937-9946 

9940 

with maintaining a human-centric 

approach to management (Hamdani & 

Yusuf, 2021). Ultimately, the goal is to 

offer a comprehensive guide for 

organizations on how to implement 

adaptive HRM strategies that not only 

respond to technological disruptions but 

also cultivate a workforce capable of 

thriving in a digitally driven 

environment. The next section will 

explore the practical applications of 

these strategies in various organizational 

contexts. 

 

RESEARCH METHODS  

This research adopts a qualitative 

approach, focusing on case studies to 

explore the transformation of Human 

Resource Management (HRM) in 

response to technological disruptions. 

By using a case study design, the study 

aims to provide a detailed and in-depth 

understanding of how organizations 

have successfully implemented HRM 

transformations in the digital age. Case 

studies offer a valuable opportunity to 

examine real-world applications and the 

strategies used by HR leaders to foster 

adaptability and resilience among 

employees (Prasetyo & Suherman, 2021). 

Additionally, surveys and interviews 

will be conducted with HR leaders and 

key staff from various companies that 

have undergone significant HRM 

transformation. These interviews will 

explore the specific challenges and 

strategies employed by organizations to 

adapt to technological changes and build 

a workforce capable of thriving in the 

digital environment. By gathering both 

qualitative data and personal insights 

from HR professionals, this research will 

provide a comprehensive view of the HR 

transformation process. The population 

for this study will include organizations 

from various sectors that have actively 

integrated technology into their HR 

practices, such as AI for recruitment, 

data-driven performance management, 

and automation in employee training. A 

purposive sampling method will be 

employed to select organizations that 

have demonstrated a successful track 

record in HR transformation. The 

research instruments will include 

structured questionnaires, semi-

structured interviews, and document 

analysis to capture a wide range of data 

on HRM changes. These instruments 

will allow for a thorough analysis of both 

qualitative and quantitative aspects of 

HR transformation, ensuring that the 

study accurately reflects the reality of 

HR practices in the digital age. 

Ultimately, the findings will contribute 

to the development of best practices for 

HR departments seeking to adapt to 

technological advancements while 

maintaining a human-centric approach to 

management (Yuliana & Setiawan, 

2022). This methodology will provide a 

strong foundation for understanding the 

complexities of HRM transformation 

and how organizations can manage the 

challenges of the digital era.  

                                       

RESULTS AND DISCUSSIONS  

HR Management Transformation in 

the Era of Technology Disruption 

The results of this research reveal 

significant changes in Human Resource 

Management (HRM) practices, 

particularly in recruitment, training, and 

management of employees, due to the 

integration of technology. Recruitment 

processes have been heavily impacted by 

the adoption of Artificial Intelligence 

(AI) and automated systems. Many 

organizations are now using AI-based 

tools to screen resumes and predict 

candidate success, which reduces time-

to-hire and increases the efficiency of the 

recruitment process (Arianto & Prasetyo, 

2023). According to one HR leader 

interviewed, "The use of AI in 

recruitment has not only sped up the 
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process but has also allowed us to focus 

more on assessing cultural fit, which was 

often overlooked in the past" (Interview, 

HR Manager, Company X). This shift 

towards AI-driven recruitment has 

allowed HR departments to streamline 

their operations and ensure a more 

accurate alignment between candidates 

and organizational needs. 

In addition to recruitment, training 

processes have also undergone a 

significant transformation. With the 

advent of e-learning platforms, 

organizations have been able to offer 

scalable and flexible training programs 

to employees, helping them develop the 

skills necessary to adapt to technological 

disruptions. As one HR professional 

stated, "The shift to online learning 

platforms has enabled employees to take 

control of their own development, which 

has led to increased participation and 

engagement" (Interview, HR Director, 

Company Y). Furthermore, the use of 

data analytics in monitoring employee 

progress has provided HR departments 

with valuable insights into employee 

performance, allowing for more targeted 

and personalized training initiatives 

(Kurniawan & Nugroho, 2023). This 

shift not only improves training 

efficiency but also fosters a culture of 

continuous learning, which is crucial for 

organizations aiming to stay competitive 

in a fast-evolving digital landscape. 

However, the integration of 

technology into HRM practices also 

presents some challenges. One of the 

most notable issues is the potential for 

job displacement due to automation, 

particularly in routine HR tasks such as 

payroll management and employee 

recordkeeping. Several HR leaders 

pointed out that while automation 

reduces operational costs, it can also 

create uncertainty among employees 

who fear job losses. As an HR manager 

from a leading tech company mentioned, 

"While automation has made our 

operations more efficient, we are 

mindful of the need to manage employee 

concerns about job security. We 

emphasize reskilling and upskilling as 

part of our strategy" (Interview, HR 

Manager, Company Z). Moreover, the 

rapid pace of technological change 

demands continuous adaptation, which 

can overwhelm HR departments that 

may lack the resources or expertise to 

implement and manage these tools 

effectively. 

The positive impact of technology 

on HRM is evident in enhanced 

productivity, improved decision-making, 

and more efficient resource management. 

However, the challenges, particularly 

concerning job displacement and the 

need for constant reskilling, cannot be 

overlooked. As organizations continue to 

embrace technological advancements, it 

is crucial that HR departments strike a 

balance between leveraging new tools 

and maintaining a human-centric 

approach to employee engagement and 

welfare. Future research should further 

explore the long-term effects of 

automation and AI on workforce 

dynamics and identify best practices for 

managing technological change while 

ensuring organizational resilience (Putra 

& Rahardja, 2023). These findings 

highlight the need for organizations to 

approach HR transformation holistically, 

integrating technology in ways that 

support both operational efficiency and 

employee satisfaction. 

Organizational Strategies for 

Fostering Adaptability 

The results of this research 

indicate that organizations are 

increasingly focusing on creating a 

culture of adaptability to cope with the 

challenges posed by technological 

disruptions. One of the key strategies 

identified is the emphasis on building a 

learning-oriented organizational culture. 
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By fostering an environment where 

continuous learning is encouraged, 

organizations help their employees stay 

up-to-date with the latest technological 

advancements and develop the necessary 

skills to adapt to these changes. As one 

HR leader explained, "We have 

cultivated a culture where employees 

feel empowered to upskill and adapt to 

new technologies through regular 

workshops and knowledge-sharing 

sessions" (Interview, HR Director, 

Company A). This approach not only 

helps organizations stay competitive but 

also promotes employee satisfaction and 

retention by providing opportunities for 

professional growth (Hendriyani & 

Setiawan, 2023). 

Another important strategy is the 

use of technology itself to facilitate the 

adaptation process. Many organizations 

have turned to HR tech solutions, such as 

cloud-based HR platforms and AI-

powered learning management systems, 

to streamline HR operations and enhance 

the overall employee experience. These 

tools enable HR departments to manage 

employee performance, track learning 

progress, and deliver personalized 

training programs in real time. As noted 

by one participant in the study, "We rely 

heavily on AI-driven tools to assess 

skills gaps and deliver tailored training to 

our employees, making our HR 

processes more agile and aligned with 

business goals" (Interview, HR Manager, 

Company B). This reliance on 

technology not only improves efficiency 

but also empowers HR departments to 

better meet the needs of employees, 

ensuring that they are well-equipped to 

handle changes in the workplace. 

The research also highlighted that 

organizations are leveraging technology 

to enhance communication and 

collaboration across teams, which is 

essential for fostering adaptability. Tools 

like project management software, video 

conferencing, and collaborative 

platforms have become central to 

maintaining effective communication in 

remote and hybrid work environments. 

According to a recent study, "The use of 

digital collaboration tools has been 

pivotal in ensuring that teams remain 

aligned and responsive to changes, 

enabling faster decision-making and a 

more flexible work environment" 

(Sutrisno & Yulianto, 2023). These 

technological tools enable employees to 

collaborate more effectively, regardless 

of their location, and support an agile 

organizational structure that can quickly 

adapt to new challenges or opportunities. 

Despite the benefits of technology, 

organizations must also be cautious 

about the potential risks, particularly in 

the areas of employee well-being and job 

displacement. As organizations 

implement digital tools to enhance 

adaptability, they must ensure that their 

employees feel supported throughout the 

transformation process. Strategies such 

as providing mental health resources, 

reskilling opportunities, and clear 

communication regarding the impact of 

automation are crucial to maintaining a 

positive organizational culture. One HR 

leader remarked, "We focus on ensuring 

that our employees feel secure in their 

roles by offering reskilling programs and 

transparent communication about how 

technology will complement their work, 

rather than replace it" (Interview, HR 

Manager, Company C). Moving forward, 

organizations that strike the right balance 

between leveraging technology and 

supporting their workforce will be best 

positioned to thrive in the era of 

technological disruption. 

 

Case Studies and Best Practices 

The research identified several 

organizations that have successfully 

implemented HRM transformations in 

response to technological disruptions, 
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demonstrating effective strategies for 

adapting to the changing landscape. One 

notable example is PT Telekomunikasi 

Indonesia (Telkom), which has 

integrated digital technologies across its 

HRM processes to improve employee 

engagement and operational efficiency. 

Telkom's approach centers on the 

implementation of AI-driven recruitment 

tools and a digital learning platform that 

offers personalized training to its 

workforce. As stated by an HR manager 

from Telkom, "We have transformed our 

recruitment process with AI tools that 

not only improve efficiency but also 

enhance the quality of hires, ensuring 

they are a perfect fit for our 

organizational culture" (Interview, HR 

Manager, Telkom). This focus on 

leveraging technology to streamline HR 

practices has enabled Telkom to attract 

top talent and foster continuous 

employee development, making it a 

leader in HRM transformation within the 

telecommunications sector. 

Another example comes from PT 

Unilever Indonesia, a company that has 

excelled in creating a culture of 

adaptability and continuous learning 

within its HRM practices. Unilever's 

commitment to leveraging technology 

for HR transformation includes the use 

of cloud-based platforms for 

performance management and the 

implementation of virtual training 

programs. As part of their strategy, 

Unilever has emphasized the importance 

of employee well-being and has 

integrated digital tools to track and 

support mental health alongside 

professional development. According to 

Unilever's HR leader, "We have 

embraced digital tools that not only 

monitor performance but also help us 

understand employee well-being, 

allowing us to intervene early and ensure 

our workforce remains engaged and 

resilient" (Interview, HR Director, 

Unilever). This integrated approach to 

performance and well-being has proven 

to enhance productivity and employee 

satisfaction, setting a benchmark for 

other companies to follow. 

The successful practices adopted 

by Telkom and Unilever highlight key 

strategies that other organizations can 

emulate when navigating the 

complexities of digital transformation in 

HRM. However, it is essential to 

consider that such transformations 

require a thoughtful balance between 

technology adoption and employee 

engagement. Best practices suggest that 

organizations should prioritize 

transparent communication, ensure 

ongoing skills development, and 

implement clear policies regarding the 

role of technology in the workplace. As 

outlined in recent studies, "Successful 

HRM transformation involves aligning 

technology with the strategic goals of the 

organization, ensuring that it 

complements rather than replaces human 

capital" (Wibowo & Putra, 2023). In 

conclusion, organizations that adopt a 

holistic approach to digital 

transformation, incorporating both 

technological tools and a strong focus on 

employee well-being, will be best 

equipped to thrive in an increasingly 

digital world. 

 

 

CONCLUSION AND SUGGESTION  

The research findings clearly 

indicate that technological disruption has 

significantly transformed HRM practices, 

introducing both opportunities and 

challenges for organizations. The study 

revealed that organizations that 

successfully adapt to technological 

changes do so by leveraging digital tools 

to enhance recruitment, employee 

development, and performance 

management. Companies like Telkom 

and Unilever have integrated AI and 
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cloud-based solutions into their HRM 

processes, driving greater efficiency, 

employee engagement, and adaptability. 

However, despite these advancements, 

organizations face challenges related to 

employee resistance, the risk of job 

displacement, and the need for 

continuous upskilling. The findings 

underscore the importance of aligning 

technology with human capital strategies, 

ensuring that technology complements 

rather than replaces human resources. 

These results demonstrate that 

organizations must not only adopt the 

latest technologies but also manage the 

change process effectively, addressing 

employee concerns and fostering a 

culture of continuous learning. 

Based on these findings, several 

recommendations can be made for 

organizations looking to navigate the era 

of technological disruption. First, 

organizations should focus on creating a 

culture of adaptability by fostering 

continuous learning and providing 

opportunities for reskilling, ensuring that 

employees remain relevant in the 

evolving technological landscape. 

Additionally, transparent 

communication about the role of 

technology in the workplace is crucial to 

minimizing resistance and increasing 

employee buy-in. It is also 

recommended that organizations 

integrate employee well-being into their 

HR strategies, ensuring that technology 

adoption is balanced with support for 

mental health and job satisfaction. 

Finally, future research should explore 

the long-term effects of digital 

transformation on employee 

performance, engagement, and 

organizational culture. This will help 

further understand the sustainable 

benefits of HRM technology adoption 

and identify best practices for 

overcoming the challenges of 

technological disruption. 
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