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Introduction 

Rapid digitalization necessitates adaptive Human Resource Management (HRM) to 

navigate evolving business environments. AI-based HRM has emerged as a critical 

innovation for enhancing organizational efficiency and quality (Budhwar et al., 2022), 

moving beyond simple automation to facilitate data-driven strategic decision-making. By 

integrating AI across recruitment, training, and performance management, organizations 

optimize human capital, thereby bolstering productivity and market competitiveness 

(Malik et al., 2023). 

Employee management architecture refers to the integrated system or framework 

designed by organizations to govern their personnel programs. In this study, this 

architecture serves as the core conceptual variable that dictates how AI technology is 

embedded within organizational rules, culture, and policies. Establishing a well-defined 

architecture is crucial for management to improve the effectiveness of human resource 

management (HRM). Properly designing this HR architecture facilitates the alignment of 

AI-driven tools with organizational objectives, enabling management to more effectively 

motivate and optimize employee performance (Kabul, 2024; Suryani & Foeh, 2019). 

Organizations with a robust architecture provide a structured environment for 

stakeholders to make strategic decisions regarding digital transformation. Furthermore, 

an effective technology-based architecture acts as an analytical lens to accelerate critical 

processes, specifically in skill development, career management, performance  

This Systematic Literature Review investigates the role of AI-based Human 

Resource Management (HRM) in modern organizations, addressing two primary 

research gaps: the over-emphasis on technical mechanics at the expense of 

human-organizational factors, and the limited attention to how organizational 

context—such as size and culture—moderates AI success. Using a structured 

documentary study method, a systematic search was conducted across academic 

databases (Google Scholar, Scopus, Web of Science) for the 2020–2024 period, 

identifying relevant peer-reviewed studies through targeted keywords like "AI-based 

HRM" and "Employee Management Architecture". A thematic synthesis revealed a 

consistent "objective-outcome gap," where AI optimizes efficiency but often fails to 

achieve desired results due to suboptimal system design and workforce resistance. 

Distinctive findings highlight a critical trade-off: AI-driven automation enhances 

selection quality while potentially undermining employee originality and creativity. 

Consequently, this study proposes a practical framework—The Integrated Employee 

Management Architecture—comprising four dimensions: Data Governance, Bias 

Auditing, Change Management, and HR Digital Competency. This framework offers 

a prioritized roadmap for organizations to leverage AI for competitive advantage 

while addressing job insecurity and ethical risks. 
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evaluation, and employee welfare (Irawan, 2023; Pahira & 

Rinaldy, 2023). 

Various benefits have been observed when AI-based HRM 

technology is applied to employee management architecture 

processes, yet significant challenges remain in its 

implementation. Many organizations encounter substantial 

difficulties in effectively adopting AI-based HRM solutions (S. 

S. Putra et al., 2023). These obstacles are primarily 

concentrated in the readiness and adoption domains, 

specifically stemming from employee resistance to 

transitioning from manual workflows to AI-driven 

digitalization, a prevalent lack of specialized digital literacy, 

and insufficient strategic support from management (S. S. 

Putra et al., 2023). Furthermore, the integration of AI-based 

HRM reveals a critical objective-outcome gap, where intended 

strategic gains are often compromised by suboptimal system 

design. Beyond technical readiness, organizations must 

address deeper concerns regarding data privacy and 

algorithmic bias to ensure ethical and equitable HRM 

outcomes (Nugroho et al., 2022; Sudirjo et al., 2024). 

Additionally, expected outcomes of implementing AI-

based HRM are often not achieved due to suboptimal system 

design and implementation (Charlwood & Guenole, 2021). 

One of the main issues faced is the gap between the desired 

objectives and the actual results of AI-based HRM 

implementation. Specifically, this gap manifests in the 

dimension of employee experience and organizational 

readiness: for example, while AI-driven automation may 

successfully accelerate recruitment speed, it can 

simultaneously lead to a decline in perceived fairness and a 

rise in workforce resistance due to job insecurity anxiety 

(Muhammad et al., 2023; Sudirjo et al., 2024). Research by 

Forooraghi et al. (2021) and Irawan (2023) highlights the 

importance of a better cognition of how AI-based HRM 

practices are accepted and perceived by employees, as well 

as their impact on organizational performance (Forooraghi et 

al., 2021; Irawan, 2023). This indicates a critical need to 

further examine the determinants of successful outcomes in 

the implementation of AI-based HRM and how organizations 

can overcome these challenges (Nugroho et al., 2022). 

A critical challenge identified in current scholarship is the 

significant gap between the desired strategic objectives and 

the actual outcomes of AI-driven HRM implementation. This 

gap arises primarily from suboptimal system design and a lack 

of organizational readiness, including poor employee 

acceptance and unfavorable perceptions of AI practices 

(Charlwood & Guenole, 2021; Forooraghi et al., 2021). 

Because these human and structural factors directly impact 

overall organizational performance, a comprehensive 

systematic review is essential to explore the specific 

determinants influencing success. By synthesizing evidence 

on how employees perceive AI-based tools and how 

organizational contexts—such as rules and culture—

moderates their effectiveness, this study provides the 

necessary insights for organizations to address these 

implementation challenges and close the objective-outcome 

gap (Abuhantash, 2023; Sudirjo et al., 2024). 

Despite a number of studies addressing the application of 

technology in HRM, there indicates a significant gap in the 

existing literature. First, past research has been largely 

confined to the operational mechanics and technical 

frameworks of AI-driven tools, neglecting the critical human 

factors—such as acceptance, trust, change readiness, and 

perceived fairness—that dictate implementation success 

(Hamsal et al., 2024; Y. S. Putra et al., 2022). This highlights 

needs for further research into how these factors can be 

integrated into the strategy for implementing AI-based HRM. 

Second existing studies often overlook the moderating role of 

organizational context, including size, industry, and culture, in 

the application of AI-based HRM (Juniar & Muharrom, 2023). 

To address these deficiencies, this study utilizes a Systematic 

Literature Review (SLR) to categorize these human and 

contextual factors into distinct thematic pillars. By synthesizing 

diverse secondary sources, this research proposes an 

integrated model that combines people, culture, and 

governance to bridge the identified 'objective-outcome gap' and 

provide a holistic strategy for AI adoption in modern HRM. 

Therefore, this study aims to fill this gap by exploring the 

role of AI-based HRM in human resource management through 

a comprehensive literature review, as well as outlining the 

challenges and strategies that organizations can adopt to 

overcome obstacles in its implementation. This research is 

expected to provide deeper insights into the application of AI-

based HRM in HR division, as well as its impact for 

organizational performance in the current digital era. 

Recommendations are offered for practitioners through an 

overview of the process of developing more effective strategies 

to address the challenges and barriers in implementing AI-

based HRM within organizations (Suryani & Foeh, 2019). 

Novelty of this research while existing literature extensively 

explores the technical mechanics of AI in HRM, this study 

diverges from traditional reviews by shifting the focus toward a 

holistic 'Employee Management Architecture.' Unlike prior 

research that treats AI tools in isolation, this review introduces 

a multidimensional framework that integrates organizational 

culture, management support, and employee perception as 

core architectural pillars. 

Furthermore, this study addresses the 'objective-outcome 

gap' identified in current scholarship. It contributes a new 

taxonomy of implementation determinants, specifically 

categorizing how organizational context—such as the transition 

from manual to digital workflows—moderates the success of AI-

driven HRM. By synthesizing these factors, the research offers 

a unique conceptual model that explains not just what AI can 

do, but how the structural design of HR management facilitates 

or hinders technological synergy within diverse organizational 

environments. 

 

Theoretical Framework 

Employee Management Architecture 

Employee management architecture refers to a structured 

framework for managing and developing human resources 

within an organization. It encompasses various elements, 

including policies, procedures, systems, and technologies used 

to support effective human resource management. In this 

context, employee management architecture serves as a guide 

for organizations in designing and implementing HR practices 

that align with their strategic objectives. This architecture 

includes the integration of HRM practices including training, 

recruitment, development, performance assessment, career 

management, and people management. With an integrated 

approach, organizations can ensure that all elements of human 

resource management are mutually supportive and contribute 

to the overall achievement of organizational goals (Ning et al., 

2024). 

An effective employee management architecture optimizes 

organizational performance by enhancing HR efficiency and 

facilitating objective personnel evaluation (Kabul, 2024; 

Maharani & Faddilla, 2023). By streamlining recruitment, 

training, and development, such frameworks drive significant 

gains in employee productivity and overall institutional 

effectiveness (Irawan, 2023; Pahira & Rinaldy, 2023).  

Organizations with integrated, data-driven systems enable 

management to make more informed and strategic decisions 

regarding human resource management, such as employee 

placement, skill development, and succession planning. 

Inclusive and diverse HRM can create a job environment that 

supports diversity and collaboration, fostering a positive 

organizational culture for all members (Hamsal et al., 2024). 

Furthermore, effective talent management is noted to 
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contribute to alignment between employees and the 

organization, which in turn enhances job satisfaction and 

organizational citizenship behaviour. Employees who feel 

valued and engaged in the HR management process tend to 

exhibit higher motivation and contribute more effectively to 

the organization’s goals (Khasanah & Wulandari, 2022; Y. S. 

Putra et al., 2022). 

 

AI-based HRM 

AI-based HRM refers to the application of artificial 

intelligence technology in human resource management 

practices to enhance the efficiency, effectiveness, and quality 

of HR management within an organization. AI-based HRM 

involves the use of algorithms, machine learning, and data 

analytics to automate and optimize various HR functions, 

such as recruitment, training, performance management, and 

employee development. By leveraging AI, company can 

manage employee data more effectively, provide a better 

experience for employees, and support more informed 

decision-making (Bohmer & Schinnenburg, 2023). 

AI-based HRM enhances operational efficiency by 

automating administrative burdens—such as candidate 

processing and performance reporting—allowing HR teams to 

prioritize strategic initiatives (Kabul, 2024; Sucipto, 2024). 

Beyond efficiency, AI-driven chatbots improve the employee 

experience through 24/7 personalized support and rapid 

problem resolution  (A et al., 2024; Irawan, 2023). 

Furthermore, AI optimizes recruitment by matching candidate 

data against specific criteria, effectively mitigating human 

bias and fostering workforce diversity (Malik et al., 2023; Y. 

S. Putra et al., 2022). Therefore, organizations can attract 

higher-quality and more diverse talent. 

 

Methods 

Adopting a qualitative descriptive approach (Kriyantono, 

2007), this study utilizes a systematic literature review to 

examine the role of E-HRM in digital transformation. To ensure 

methodological rigor, the review followed a structured multi-

stage process: (1) Search Strategy and Databases: A 

comprehensive search was conducted across major 

academic databases, including (Google Scholar/Scopus/Web 

of Science), focusing on literature published between 2020 

and 2024. (2) Keywords: Primary search strings included 

combinations of 'AI-based HRM', 'Employee Management 

Architecture', 'Digital Transformation', and 'Organizational 

Performance'. (3) Selection Criteria: Sources were screened 

based on predefined inclusion criteria: (a) peer-reviewed 

journal articles or scholarly books, (b) relevance to AI 

implementation determinants, and (c) focus on organizational 

human factors. Exclusion criteria included non-English 

publications and studies focusing solely on technical AI 

algorithms without HR context. (4) Data Collection and 

Appraisal: Data collection was conducted through a 

documentary study, analysing manuscripts, notes, and 

research findings (Moleong, 2010). Each source underwent a 

quality appraisal to ensure its contribution to the 'objective-

outcome gap' in HRM. (5) Synthesis Approach: The study 

employed a thematic synthesis approach (Akhmad, 2015), 

documenting results and summarizing processed data to 

identify critical pillars of employee management architecture, 

such as culture, rules, and policies. This synthesis provides a 

holistic understanding of how these determinants influence 

successful AI adoption." 

 

Result and Discussion 

The Role of AI-Based HRM in Modern Organizations 

In response to changes in external factors, organizations 

face the challenge of improving operational efficiency and 

effectiveness, as well as addressing the increasingly complex 

needs of employees The implementation of AI, particularly in 

HRM processes, offers innovative solutions to overcome these 

challenges and support better decision-making (Kabul, 2024). 

Therefore, the role of AI-based HRM in modern organizations 

should not be underestimated. By leveraging this technology, 

organizations can not only enhance operational efficiency but 

also create a better work environment and manage human 

resources more efficiently, leading to time savings that 

ultimately have a positive influence on the general 

performance of the organization.  

Analytical Synthesis of Evidence (2020–2024) Building on 

extant literature, this study demonstrates that AI integration 

significantly impacts diverse organizational functions, as 

summarized in Table 1. A cross-study analysis reveals a 

consistent pattern: AI's primary value lies in the synergy 

between human resource development and IT infrastructure, 

which directly optimizes organizational competitiveness 

(Ristyawan, 2020). However, a critical tension exists between 

operational gains and human-centric risks. While studies 

highlight improved selection quality and bias reduction (S. S. 

Putra et al., 2023), conflicting evidence suggests that AI may 

simultaneously undermine employee creativity and originality if 

not governed by a robust HRM framework (Zhou et al., 2023). 

Building on extant literature, this study demonstrates that 

AI integration significantly impacts diverse organizational 

functions, as summarized in Table 1. 

One of the key findings in Table 1 shows that the 

implementation of AI-based HRM significantly enhances the 

efficiency of human resource management processes. 

Moreover, AI in HRM functions such as recruitment and 

selection allows for cost reduction and time savings in 

completing these processes (Kabul, 2024; Yawalkar, 2019). AI 

helps automate time-consuming administrative tasks, such as 

resume screening and interview scheduling, AI integration 

enables HR practitioners to prioritize strategic initiatives while 

simultaneously enhancing recruitment quality and candidate 

selection (Y. S. Putra et al., 2022; Tsiskaridze et al., 2023). AI 

can analyse candidate data and match it with established 

criteria, thus reducing human bias and enhancing diversity in 

hiring. This is crucial for creating more diverse and innovative 

teams. 

Other research findings also indicate that AI-based HRM 

can enhance the employee experience within organizations. 

The integration of Artificial Intelligence within HR practices can 

provide more responsive support to employees, such as the use 

of chatbots to answer questions related to policies and 

procedures (Dima et al., 2024; Irawan, 2023). This not only 

promotes increased employee satisfaction but also accelerates 

problem resolution, enhances engagement, and strengthens 

employee loyalty. The widespread use of AI-based HRM in 

business operations allows organizations to conduct in-depth 

analysis of employee data, providing valuable insights for 

decision-making. AI-driven analytics can assist managers in 

identifying employee behaviour patterns, measuring 

engagement, and forecasting training needs (Hamsal et al., 

2024). With quick and accurate information available, 

organizations are better equipped to make improved decisions 

in HRM. 

The integration of AI in HRM supports both strategic 

efficiency and talent cultivation (Anggraeni et al., 2023; Sabil 

et al., 2023), necessitating robust investment in digital literacy 

to facilitate organizational change. The integration of AI-driven 

information technology within HRM significantly enhances both 

operational efficiency and individual productivity (Widjaja & 

Wijayadne, 2022). This suggests that optimizing technological 

assets is fundamental to improving overall organizational 

performance. 

Based on the discussion above and the findings presented  
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Table 1. Previous research results on the topic of AI-based HRM 2020-2024 

Author Topic Research 

Method 

Research Result 

(Ristyawan, 

2020) 

Integrated AI and Resource-

based View Model  

qualitative Evidence indicates that aligning human resource 

development with IT through AI optimizes 

organizational competitiveness. 

(Raisch & 

Krakowski, 2021) 

AI and Management  qualitative The study discusses how AI implemented in 

management can lead to institutional changes and 

challenges in management practices. 

(Zhou et al., 

2023) 

The dark side of AI-enabled 

HRM  

qualitative This research identifies AI's adverse effects on 

employee creativity and originality within HRM 

frameworks 

(Muhammad et 

al., 2023) 

AI is a Blessing or Curse for 

The Future HR  

Conceptual 

Analysis 

This study identifies the potential benefits and risks 

faced by human resources in the adoption of AI, as 

well as the importance of training for adaptation. 

Agustono et al.  

(2023) 

AI in HRM practice qualitative The study identifies technical and business literacy 

as critical prerequisites for effective AI adoption in 

HRM 

(Hatamleh & 

Alhussein, 2023) 

The Role of AI in Managing 

the Diversity of Human 

Resources 

qualitative The study discusses how AI can assist in managing 

workforce diversity and enhancing innovation within 

organizations. 

(Purnomo et al., 

2023) 

The Phenomenon of 

Disruption in HRM 

Systematic 

Literature 

Review 

This study identifies changes in how companies 

recruit, manage, and develop employees as a result 

of technologies such as AI. 

Pandita (2024) Unveiling the 

Transformative Influence of 

AI on HRM 

qualitative This study emphasizes that AI is a crucial tool in 

talent acquisition, development, and retention. 

(Li, 2024) The impact of AI on HRM 

systems  

qualitative Findings of this study suggest that hybrid human-

technological systems improve efficiency within 

recruitment and talent management frameworks 

(Cai et al., 2024) AI Replacing Humans in 

Making HRM Decisions  

Experiment This paper investigates the relationship between AI 

in HR recruitment and perceived applicant fairness. 

(Yahya, 2024) Applying AI on HRM  qualitative This research explores AI integration in HRM, 

emphasizing how personalized strategies enhance 

productivity and strategic development. 

(Kaur et al., 2024) Tailor AI Strategies to 

Individual Need 

qualitative This paper investigates AI as a disruptive innovation 

for optimizing sustainable energy efficiency and 

management.  

Source: data processed (2025) 

 

in Table 1, previous research on employee management 

architecture and the role of AI-based HRM in modern 

organizations covers various aspects, ranging from positive 

impacts to the challenges encountered in its implementation. 

These research results provide valuable insights into how AI 

can transform HRM practices and enhance employee 

engagement and satisfaction. However, concerns such as 

infrastructure readiness, operational issues, algorithmic bias, 

technical problems, and the need for technical skills remain 

important considerations for organizations. 

Challenges in Implementing AI-Based HRM 

Although there are numerous benefits from the 

implementation of AI-based HRM, research on this topic also 

identifies several challenges faced by organizations. A lack of 

understanding about the technology and resistance to change 

among employees can hinder the effectiveness of AI adoption 

in HRM (Juniar & Muharrom, 2023). Changes in work 

processes resulting from AI implementation may cause 

anxiety among employees about the security of their jobs 

(Sudaryanto & Hanny, 2023). Therefore, it is essential for 

management to involve employees in this transition process, 

provide adequate training, and explain the benefits of AI 

implementation in the context of improving organizational 

performance (Pahira & Rinaldy, 2023). It is crucial for 

organizations to develop appropriate strategies to address 

these challenges, including adequate training and 

socialization to prepare employees for the acceptance of new 

systems. 

Another challenge in integrating AI systems into HRM 

practices is the need to guarantee that the technology is 

integrated into the corporate strategic framework. The 

implementation of AI must be carried out with careful 

consideration of the organization's context and culture, and 

should be tailored to meet its specific needs. This includes 

selecting the appropriate tools, methods, and AI applications to 

support HRM practices including training, recruitment, and 

people development (Sudaryanto & Hanny, 2023). Without a 

comprehensive knowledge of the organization’s requires, the 

application of AI may risk being ineffective and failing to deliver 

the expected outcomes. 

On the other hand, challenges related to the 

implementation of technology-based employee management 

architecture also need to be addressed. In this context, the 

development of innovative learning models can contribute to 

improving technology learning outcomes and employee 

performance. In this regard, employee management highlights 

that the integration of technology, the application of 

sustainability principles, and the development of innovative 

learning models are fundamental pillars of enhanced HRM 

outcomes. Organizations that are able to overcome these 

challenges and capitalize on the available opportunities will be 

better prepared to face the ever-changing market dynamics 

through effective HRM practices. 

 

Strategic Implementation Framework  

Beyond a descriptive list of benefits, the findings indicate 

that successful AI adoption depends on specific moderating 

conditions. The research reveals that the expected outcomes 

https://journal.sinergi.or.id/index.php/ijmb


Suryani et al.                                 10.61194/ijmb.v4i2.988 

 

66 | Sinergi International Journal of Management and Business                      https://journal.sinergi.or.id/index.php/ijmb   

of implementing AI-based HRM are often not achieved due to 

suboptimal system design and an 'objective-outcome gap' 

(Charlwood & Guenole, 2021). To address this, organizations 

must move toward a prioritized 'Employee Management 

Architecture'. 

Proposed Prioritized Implementation Framework: (1) 

Foundational Readiness (Governance & Culture): 

Organizations must first address the 'human factor' by 

fostering a better cognition of AI acceptance among 

employees (Forooraghi et al., 2021). Proper design must 

incorporate rules, culture, and policies to mitigate resistance 

to change from manual to digital processes (Kabul, 2024; S. 

S. Putra et al., 2023). (2) Competency & Technical Literacy: 

Identifying technical and business literacy is a critical 

prerequisite (Agustono et al., 2023). Training for adaptation is 

not merely a support function but a primary driver for reducing 

job insecurity anxiety (Muhammad et al., 2023). (3) Process 

Optimization & Monitoring: Strategic AI integration should 

focus on high-impact areas such as career management and 

performance evaluation (Irawan, 2023). Organizations must 

actively monitor the gap between desired objectives and 

actual results to ensure system efficacy (Sudirjo et al., 2024). 

 

Conclusion 

This study concludes that AI-based HRM optimizes 

organizational effectiveness through the strategic automation 

of administrative tasks, such as recruitment and employee 

data management, which in turn reduces the workload of 

managers and improves decision-making accuracy (Hendrian 

et al., 2024). The research demonstrates that AI can analyse 

employee data in real-time, providing in-depth insights into 

employee performance and potential, and assisting in 

formulating more precise career development strategies 

(Hendrian et al., 2024).  

Furthermore, the application of AI-based HRM significantly 

contributes to enhancing the technological experience for 

employees. With this technology, organizations can offer more 

personalized and relevant programs in training module, 

tailored to the employee needs of employees (Hendrian et al., 

2024). This not only increases employee engagement but also 

has the potential to improve employee retention, as 

employees feel more valued and supported in their 

professional development. Additionally, AI can help create a 

more inclusive work environment by reducing bias in 

recruitment and performance evaluation processes (Hendrian 

et al., 2024).  

However, this study also identifies several challenges 

faced in the implementation of AI-based HRM. Resistance to 

change among the workforce remains a critical barrier to 

implementation, which may arise due to a lack of 

understanding of the benefits of the new technology. 

Therefore, it is crucial for management to provide information 

through effective communication and offer training to help 

employees adapt to the changes. 

Overall, this study emphasizes that, despite the 

challenges in implementing AI-based HRM, the benefits 

offered by this technology can be highly significant in 

improving organizational performance. Thus, it’s important for 

corporate to develop a comprehensive strategy for combining 

AI into their HRM practices, through the collaboration of 

technology, human resources, and supporting policies 

(Hendrian et al., 2024). Another result from this study also 

shows that with the right approach, the implementation of AI 

in HRM can not only enhance working efficiency but also 

improve the employee experience and overall organizational 

performance (Nuraziza & Sudirman, 2024; Sudaryanto & 

Hanny, 2023). 

 

Recommendations 

For practitioners, this study suggests that organizations 

must move beyond viewing AI merely as a tool for automation 

and instead integrate it as a strategic partner in Human 

Resource Management. To mitigate the identified challenges of 

algorithmic bias and resistance to change, business leaders 

should implement "human-in-the-loop" systems where AI-driven 

insights are consistently validated by HR professionals. 

Furthermore, organizations should prioritize continuous 

upskilling programs to enhance the digital literacy of their HR 

teams, ensuring they can interpret data-driven results ethically 

and transparently. By establishing robust data privacy 

frameworks and fostering a culture of technological trust, 

companies can leverage AI to create a more personalized and 

responsive employee experience that drives long-term 

competitive advantage. 

From an academic perspective, this research serves as a 

foundational qualitative framework that invites further 

empirical validation. Future scholars are encouraged to 

transition from descriptive literature reviews to quantitative or 

mixed-methods approaches to measure the direct impact of AI 

integration on specific organizational KPIs, such as employee 

retention rates and operational ROI. Additionally, there is a 

significant opportunity for longitudinal studies to explore the 

long-term effects of AI on organizational culture and the 

psychological well-being of the workforce. Investigating the 

ethical dimensions of algorithmic accountability and 

conducting comparative studies across different industry 

sectors would also provide a deeper, more nuanced 

understanding of AI’s evolving role in modern global HRM 

practices. 
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