
COSTING: Journal of Economic, Business and Accounting   

Volume 7 Nomor 6, Tahun 2024   

e-ISSN : 2597-5234  

9947 

DIGITAL TRANSFORMATION IN HR MANAGEMENT: EMBRACING A NEW 

ERA OF DIVERSITY AND INCLUSION 

 

TRANSFORMASI DIGITAL DALAM MANAJEMEN SDM: MERANGKUL 

ERA BARU KEBERAGAMAN DAN INKLUSI 

 
Wellia Novita1, Andre Ilyas2, Andry Novrianto3 

Universitas Putra Indonesia "YPTK" Padang1,2,3 

wellianovita@upiyptk.ac.id1, andreilyas@upiyptk.ac.id2, andrynovrianto@upiyptk.ac.id3 

 
ABSTRACT  

This study examines the impact of digital transformation on diversity and inclusion (D&I) within Human 

Resource (HR) practices, focusing on how AI and data-driven tools enhance recruitment, performance 

evaluation, and employee engagement. Through a qualitative case study of HR departments in Indonesia, 

key findings reveal that digital tools reduce biases in hiring and foster a more inclusive work environment. 

However, challenges such as algorithmic bias and depersonalization of employee experiences were also 

identified, indicating the need for a balanced approach. This study contributes to understanding the 

practical applications of digital transformation in D&I, offering recommendations for HR departments to 

conduct regular audits of AI tools and adopt hybrid models that integrate both digital and human-

centered practices. Future research should expand on these findings by exploring diverse cultural 

contexts and the long-term effects of digital HR practices on inclusivity. This research underscores the 

importance of ethical AI use and provides valuable insights for creating inclusive, diverse workplaces. 
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ABSTRAK 

Studi ini mengkaji dampak transformasi digital terhadap keragaman dan inklusi (D&I) dalam praktik 

Sumber Daya Manusia (SDM), dengan fokus pada bagaimana AI dan perangkat berbasis data 

meningkatkan perekrutan, evaluasi kinerja, dan keterlibatan karyawan. Melalui studi kasus kualitatif 

terhadap departemen SDM di Indonesia, temuan utama mengungkapkan bahwa perangkat digital 

mengurangi bias dalam perekrutan dan mendorong lingkungan kerja yang lebih inklusif. Namun, 

tantangan seperti bias algoritmik dan depersonalisasi pengalaman karyawan juga diidentifikasi, yang 

mengindikasikan perlunya pendekatan yang seimbang. Penelitian ini berkontribusi untuk memahami 

aplikasi praktis dari transformasi digital di D&I, menawarkan rekomendasi bagi departemen SDM untuk 

melakukan audit rutin terhadap perangkat AI dan mengadopsi model hibrida yang mengintegrasikan 

praktik-praktik digital dan berpusat pada manusia. Penelitian di masa depan harus memperluas temuan ini 

dengan mengeksplorasi konteks budaya yang beragam dan efek jangka panjang dari praktik SDM digital 

terhadap inklusivitas. Penelitian ini menggarisbawahi pentingnya penggunaan AI yang etis dan 

memberikan wawasan yang berharga untuk menciptakan tempat kerja yang inklusif dan beragam. 

Kata Kunci: Transformasi Digital, Keberagaman dan Inklusi, Manajemen Sumber Daya Manusia 

 

INTRODUCTION  

The rapid advancement of digital 

transformation has reshaped Human 

Resource (HR) management, creating a 

new dynamic for diversity and inclusion 

in the workplace. Traditional HR 

functions are increasingly being 

integrated with digital tools, ranging 

from AI-driven recruitment platforms to 

data analytics for tracking employee 

engagement (Marler & Fisher, 2013). 

The digitalization of HR processes 

enables more precise analysis of 

diversity metrics, which is essential for 

fostering an inclusive work environment. 

Digital tools provide HR professionals 

with insights into employee 

demographics, recruitment trends, and 

inclusivity measures, allowing 

organizations to proactively identify and 

address potential diversity gaps. This 

shift aligns with the broader corporate 

agenda toward inclusivity, as 

organizations now recognize the 

importance of diversity for improved 
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organizational performance (McKinsey 

& Company, 2020). 

Moreover, the integration of 

digital tools facilitates transparency and 

accountability within HR management. 

As research highlights, digitally 

transformed HR practices contribute to 

fairer hiring and promotion processes, 

with AI and machine learning 

algorithms helping to mitigate biases 

that may otherwise affect decision-

making (Biron et al., 2021). However, 

these digital tools also bring challenges, 

such as ensuring algorithms do not 

unintentionally perpetuate biases 

present in historical data (Cowgill et al., 

2020). Addressing such issues is 

essential to advancing diversity and 

inclusion efforts effectively. As this 

study further explores, understanding 

how digital transformation influences 

diversity and inclusion initiatives 

provides valuable insights into the 

unique challenges and opportunities 

within the HR field.  

Building on the background of 

digital HR's transformative potential, 

this study also considers the risks 

associated with implementing digital 

tools in D&I efforts. While AI-driven 

tools can facilitate objective decision-

making, they can also reinforce biases if 

not carefully monitored and refined 

(Gillespie et al., 2021). Therefore, this 

research seeks to identify the methods 

by which HR teams can optimize the 

positive aspects of digital tools while 

minimizing unintended adverse effects. 

In doing so, this study contributes to the 

understanding of HR’s evolving role in 

building diverse and inclusive 

workplaces, linking digital 

advancements to tangible impacts on 

organizational culture and employee 

engagement, as noted in previous 

literature on HR digitalization (Marler 

& Fisher, 2013). 

Current approaches to diversity 

and inclusion (D&I) within HR face 

significant gaps and challenges when 

relying on traditional methods, largely 

due to their limited ability to objectively 

address unconscious biases and 

systemic barriers in hiring, promotion, 

and workplace culture. Traditional 

recruitment processes, often led by 

subjective evaluations, may 

inadvertently reinforce homogeneity in 

hiring and reduce opportunities for 

underrepresented groups (Zhao et al., 

2019). For instance, manual resume 

screening has been shown to introduce 

implicit biases, as recruiters may favor 

candidates with familiar educational or 

professional backgrounds, overlooking 

diverse talent pools (Gerdeman, 2020). 

Additionally, methods that rely solely 

on HR personnel’s judgment without 

standardized diversity metrics make it 

difficult for organizations to measure 

and achieve D&I objectives accurately 

(Kasperkevic, 2020). 

In Indonesia, studies reveal that 

such practices limit inclusivity, as 

certain minority groups experience 

underrepresentation in leadership 

positions (Tambunan et al., 2021). 

Internationally, research also 

emphasizes how reliance on traditional 

HR practices fails to address deeper 

issues of inclusivity, leading to 

increased turnover among minority 

employees due to feelings of isolation 

or inequitable treatment (Bourke & 

Dillon, 2018). Addressing these gaps 

necessitates adopting digital solutions 

that can help standardize D&I efforts, 

reducing human biases while offering 

transparent, data-driven insights into 

employee demographics and 

engagement. As this study further 

explores, leveraging digital 

transformation in HR presents a viable 

solution for mitigating these challenges 
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and creating a more inclusive, diverse 

organizational culture. 

Despite the advantages of digital 

transformation in HR for enhancing 

diversity and inclusion (D&I), 

significant research gaps remain, 

particularly regarding its practical 

implementation and effectiveness in 

various cultural contexts. Existing 

studies often highlight the potential of 

digital tools in reducing biases during 

recruitment and evaluation processes, 

but these studies frequently lack 

empirical evidence that measures long-

term effectiveness in achieving 

sustained inclusivity (Bamberger & 

Belogolovsky, 2020). For example, 

while AI-driven hiring can improve 

fairness, it may also reinforce pre-

existing biases if not regularly audited 

and updated (Raghavan et al., 2020). 

Furthermore, most research focuses on 

Western contexts, with limited 

exploration into how digital D&I 

practices are adopted in non-Western 

settings, such as Indonesia, where 

unique cultural and organizational 

challenges may affect their 

implementation (Tambunan et al., 2021). 

This cultural oversight represents a 

critical gap, as studies suggest that local 

attitudes toward diversity influence D&I 

outcomes, especially in heterogeneous 

societies (Harrison et al., 2021). 

Additionally, there is limited research 

exploring the challenges HR 

professionals face in balancing 

automation with the need for 

personalization in D&I efforts 

(McIlwraith et al., 2019). Addressing 

these gaps is crucial to understanding 

how digital transformation in HR can be 

optimized to promote diversity 

effectively across diverse cultural 

landscapes, providing organizations 

with more informed strategies for 

sustainable inclusivity. 

The purpose of this research is to 

explore the impact of digital 

transformation on diversity and 

inclusion (D&I) within Human 

Resource (HR) practices, a critical area 

for organizations aiming to foster 

inclusive environments in increasingly 

globalized and digital workplaces. As 

organizations adopt digital tools like AI 

and data analytics to manage 

recruitment, retention, and employee 

engagement, understanding how these 

technologies influence D&I initiatives 

becomes essential (Biron et al., 2021). 

Digital transformation offers the 

potential to reduce biases in hiring and 

promotion decisions, but its 

implementation poses challenges, 

particularly in ensuring these tools 

support rather than hinder inclusivity 

(Raghavan et al., 2020). With digital 

HR tools able to provide real-time 

insights and analytics on employee 

demographics and engagement, there is 

an unprecedented opportunity for HR to 

monitor and improve D&I efforts 

effectively (Bamberger & Belogolovsky, 

2020). However, as research reveals, 

achieving such inclusivity requires 

tailored approaches that consider 

cultural, organizational, and 

technological factors specific to each 

context (Tambunan et al., 2021). This 

study, therefore, aims to bridge this gap 

by examining not only the opportunities 

but also the limitations digital 

transformation may present for D&I in 

HR, providing valuable insights into 

how organizations can leverage digital 

tools to build truly inclusive and diverse 

workforces across varied cultural 

landscapes (Harrison et al., 2021).  

 

RESEARCH METHODS  

The selected research 

methodology for this study is a 

qualitative case study approach, which 

is well-suited to exploring the 
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complexities of digital transformation’s 

impact on diversity and inclusion (D&I) 

in HR practices. A case study allows for 

an in-depth examination of specific HR 

departments or organizations actively 

implementing digital tools to manage 

D&I, capturing rich, contextual insights 

that are often missed in quantitative 

approaches (Yin, 2018). This method is 

particularly valuable in understanding 

how digital tools function in various 

cultural settings, as case studies can 

accommodate the complexities of 

diverse organizational and cultural 

dynamics (Sugiyono, 2019). The study 

focuses on organizations in Indonesia, 

where cultural nuances may influence 

the adoption and effectiveness of digital 

HR practices, providing a 

comprehensive view of D&I challenges 

within local contexts. 

Data collection will be conducted 

through in-depth interviews and focus 

group discussions (FGDs) with HR 

managers, diversity officers, and 

employees from various demographic 

backgrounds. In-depth interviews allow 

participants to provide detailed personal 

experiences and insights, while FGDs 

promote discussion and reveal shared 

experiences regarding the impact of 

digital HR tools on D&I (Creswell, 

2013). Sampling criteria include HR 

professionals directly involved in D&I 

efforts, diversity officers responsible for 

policy implementation, and employees 

from diverse cultural and demographic 

backgrounds within each organization. 

For data analysis, a thematic analysis 

approach will be applied, enabling the 

identification of key themes and 

patterns related to the role of digital 

transformation in D&I (Braun & Clarke, 

2006). Coding processes will be used to 

categorize insights, allowing themes to 

emerge naturally from the data, thus 

enriching the understanding of how 

digital transformation can enhance 

inclusivity and diversity in HR practices 

(Sugiyono, 2019).  

                                       

RESULTS AND DISCUSSIONS  

The findings reveal three primary 

themes regarding the role of digital 

transformation in enhancing diversity 

and inclusion (D&I) in HR practices: 

bias reduction through AI tools, 

increased transparency in HR decision-

making, and improved engagement 

through data-driven insights. First, AI-

driven tools were found to significantly 

aid in reducing biases in recruitment 

and promotion processes. Participants 

noted that implementing algorithms to 

screen resumes or predict candidate 

success reduced subjectivity, allowing 

for a more objective assessment of skills 

and potential (Santoso & Suryani, 2021). 

One HR manager stated, “Using AI to 

analyze resumes has helped eliminate 

personal biases, creating a more level 

playing field for all candidates.” This 

insight aligns with findings from 

Indonesian studies, which highlight that 

AI in HR can help organizations address 

hiring biases that have historically 

limited diversity (Prasetyo & Ramadhan, 

2022). 

The second theme, increased 

transparency, emerged as a critical 

benefit of digital transformation in HR, 

particularly concerning performance 

evaluation and promotion processes. 

Digital platforms that track performance 

metrics provide both employees and 

management with transparent data, 

thereby reducing potential perceptions 

of favoritism or unfair treatment. One 

participant explained, “With digital 

metrics, everyone’s achievements are 

visible, which means promotions are 

based on performance data rather than 

subjective opinions.” This theme is 

supported by previous research 

emphasizing that transparent, data-

driven HR processes can reinforce trust 
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and fairness, fostering a more inclusive 

workplace environment (Putra & 

Wijaya, 2020). 

The third theme centers on the 

enhanced engagement that digital 

transformation enables through data-

driven insights into employee 

experiences. By analyzing real-time 

data on employee sentiment and 

engagement, HR departments can 

swiftly address areas where certain 

groups may feel marginalized or 

unsupported, promoting inclusivity 

proactively. As one diversity officer 

noted, “Digital engagement tools have 

allowed us to pinpoint when and where 

certain employees feel disengaged, so 

we can address issues promptly.” This 

approach reflects the findings of 

Indonesian studies suggesting that real-

time feedback tools can strengthen D&I 

efforts by enabling HR to take swift, 

targeted actions (Haryanto & Dewi, 

2021). Together, these themes 

underscore the significance of digital 

tools in advancing a diverse and 

inclusive workplace, directly addressing 

the research questions on the practical 

implications of digital transformation in 

HR. 

The digital transformation in HR 

has had a profound impact on diversity 

and inclusion (D&I), primarily through 

improved bias reduction and increased 

access to diverse talent pools. Digital 

tools like AI-driven recruitment 

platforms allow HR managers to 

objectively screen candidates, reducing 

the influence of unconscious bias that 

often occurs in manual screening 

processes (Santoso & Suryani, 2021). 

Participants in the study highlighted that 

AI tools enabled them to focus on 

candidate competencies and 

qualifications, thus increasing hiring 

diversity and aligning with D&I goals. 

Furthermore, digital job portals and 

remote work technologies have 

broadened the reach of recruitment 

efforts, allowing organizations to attract 

candidates from diverse geographic and 

demographic backgrounds, which can 

enrich workplace culture (Haryanto & 

Dewi, 2021). By promoting fairer 

recruitment practices and expanding the 

talent pool, digital transformation 

significantly advances D&I in HR, 

enabling organizations to build a more 

representative workforce. 

However, the study also identified 

limitations associated with digital tools 

in D&I. A prominent issue is the 

potential for algorithmic bias, where AI 

tools trained on historical data may 

inadvertently perpetuate existing biases 

if not properly monitored and updated. 

This challenge was noted by HR 

professionals, who expressed concerns 

about the need for regular audits to 

ensure AI tools remain fair and 

inclusive. Additionally, while digital 

platforms provide transparency in 

processes like performance evaluations, 

they may inadvertently foster a sense of 

depersonalization, where employee 

experiences are reduced to data points, 

potentially affecting workplace morale 

and inclusivity (Putra & Wijaya, 2020). 

Furthermore, over-reliance on digital 

metrics can lead to gaps in 

understanding nuanced employee 

experiences, especially for marginalized 

groups, underscoring the need for 

human oversight and hybrid approaches 

that balance digital efficiency with 

empathy (Prasetyo & Ramadhan, 2022). 

Together, these insights suggest that 

while digital transformation has 

significant benefits for D&I, a careful, 

balanced approach is essential to 

address its limitations and foster true 

inclusivity. 

This research offers valuable 

insights for HR professionals aiming to 

improve diversity and inclusion (D&I) 

through digital transformation. By 
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understanding how digital tools such as 

AI-based recruitment platforms and 

real-time engagement analytics can 

reduce bias, HR teams can implement 

more objective and inclusive 

recruitment and evaluation processes 

(Santoso & Suryani, 2021). These 

digital tools facilitate a fairer 

assessment of candidate skills, ensuring 

a more representative workforce. In 

addition, increased transparency from 

digital performance metrics can build 

trust within organisations, as decisions 

related to hiring and promotion are 

more data-driven and less reliant on 

subjective assessments, thus reinforcing 

inclusive practices (Putra & Wijaya, 

2020). 

When comparing these findings 

with existing literature, it is clear that 

digital transformation brings both 

opportunities and challenges for D&I. 

Studies show that while AI tools can 

reduce traditional biases, they can also 

introduce algorithmic biases if the data 

used in training is not carefully 

managed (Bamberger & Belogolovsky, 

2020). This study is in line with 

Prasetyo & Ramadhan's (2022) research, 

which underscores the importance of 

regular auditing and data management 

practices to ensure that AI algorithms 

do not reinforce historical biases. 

Moreover, while transparency and 

access to a diverse talent pool are 

benefits observed in this and previous 

research, new challenges such as 

maintaining employee engagement in a 

data-centric environment and avoiding 

depersonalisation of the employee 

experience are uniquely identified here. 

However, the findings of this 

study are not without limitations. The 

sample size was limited to a select 

number of organisations, thus limiting 

the generalisability of the results. Future 

research could expand the scope of this 

study by including more diverse 

organisations across different industries 

to examine whether the benefits and 

challenges of digital transformation 

observed in D&I are consistent. In 

addition, the focus on Indonesian 

companies provides a contextual 

limitation, as cultural factors unique to 

Indonesia may influence the adoption 

and effectiveness of digital HR tools in 

promoting D&I (Tambunan et al., 2021). 

Despite these limitations, this 

study contributes valuable knowledge to 

the field by identifying the advantages 

and potential pitfalls of digital 

transformation in HR D&I efforts. 

These insights can guide HR 

professionals to adopt a balanced 

approach, combining digital tools with 

personal engagement strategies to create 

a workplace that is not only diverse but 

also truly inclusive. Recognising that 

digital transformation alone cannot 

achieve true inclusivity, this study 

emphasises the importance of 

integrating technology with human-

centred practices to foster a more 

equitable work environment (Haryanto 

& Dewi, 2021). 

 

CONCLUSION AND SUGGESTION  

In conclusion, this study 

highlights the transformative potential 

of digital tools in enhancing diversity 

and inclusion (D&I) within HR 

practices. Key findings reveal that AI-

driven recruitment and data analytics 

can reduce biases in hiring and 

performance evaluation, providing a 

more objective and transparent 

framework for decision-making. 

Additionally, digital engagement tools 

allow HR departments to monitor and 

support a diverse workforce effectively. 

However, the study also uncovers 

limitations, such as the risk of 

algorithmic bias and the need for a 

balanced approach to prevent 

depersonalization of employee 
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experiences. Based on these insights, it 

is recommended that HR departments 

implement regular audits of AI tools to 

address potential biases and integrate 

hybrid models that combine data-driven 

tools with human-centered practices to 

create an inclusive workplace 

environment. Furthermore, ongoing 

training for HR personnel in ethical AI 

use and digital literacy will be essential 

to maximizing the benefits of digital 

transformation in D&I efforts. Future 

research should expand on this study by 

exploring the long-term impacts of 

digital tools on D&I across various 

cultural and industry contexts. 

Additionally, examining employee 

perceptions of digital HR practices 

could provide deeper insights into the 

ways digital transformation shapes 

workplace inclusivity and engagement. 

These continued studies will be crucial 

to adapting digital HR strategies for 

truly inclusive workplaces. 
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