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Abstract

This study examines the transformation of Human Resource Management toward the Human Resources 5.0 paradigm in the
context of artificial intelligence adoption. The paper aims to analyze how Al-driven technologies reshape HR functions,
managerial practices, and economic value creation while maintaining a human-centered orientation. Using a qualitative
conceptual research design, the study relies on secondary data derived from peer-reviewed journal articles, scholarly books,
and institutional reports related to artificial intelligence, digital HRM, and organizational performance. The collected data are
analyzed through thematic analysis to identify recurring patterns concerning HR performance outcomes, managerial and
economic implications, ethical challenges, and strategic alignment. The results indicate that artificial intelligence enhances
HR efficiency, decision accuracy, and strategic workforce alignment when integrated within HR 5.0 principles. Al adoption
also contributes to cost efficiency and optimized human capital utilization, while introducing challenges related to data
privacy, algorithmic bias, and organizational readiness. The study concludes that HR 5.0 represents a holistic transformation
that requires balancing technological innovation with ethical governance, managerial capability, and human-centered
management. These findings provide conceptual insights for organizations seeking sustainable and responsible HR
transformation in the digital era.
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Organizational Performance.
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(=)
1. Introduction accuracy in recruitment, selection, performance
' evaluation, and workforce planning [10] [11].

The rapid advancement of digital technologies and
artificial intelligence (Al) has significantly transformed
organizational practices, particularly in the field of
Human Resource Management (HRM) [1] [2]. Human
resources, which were traditionally managed through
administrative and transactional approaches, have
increasingly shifted toward strategic roles that
contribute directly to organizational competitiveness
and value creation [3]. This transformation is closely
related to broader changes in the global economy,
where digitalization reshapes labor markets, skill
demands, and managerial decision-making processes

[4] [5]-

Within this evolving landscape, the concept of Human
Resources 5.0 (HR 5.0) has emerged as an advanced
paradigm that integrates intelligent technologies with
human-centered and ethical management principles [6].
HR 5.0 aligns with the vision of Society 5.0,
emphasizing that technological progress should
enhance human well-being rather than merely optimize
efficiency [7] [8]. From a management perspective, this
paradigm encourages organizations to balance
technological innovation with social responsibility,
employee engagement, and sustainable organizational
development [9].

The adoption of Al-based systems in HR functions has
enabled organizations to improve efficiency and

Advanced analytics and machine learning techniques
allow firms to process large volumes of employee data
and support evidence-based strategic decisions [12].
These capabilities contribute to higher productivity,
optimized labor costs, and better alignment between
human capital and business strategy, which are critical
determinants of organizational performance in
competitive markets [13].

Despite these benefits, the extensive use of Al in HRM
also introduces significant managerial and ethical
challenges [14]. Issues related to data privacy,
algorithmic bias, transparency, and fairness in
employment decisions have become increasingly
prominent as automated systems gain influence in HR
processes [15]. Moreover, excessive reliance on
technology may weaken interpersonal relations within
organizations, potentially affecting employee trust,
motivation, and organizational commitment [16].

Although existing studies have examined digital HR
and Al adoption from efficiency and performance
perspectives [17], integrative analyses that connect
technological transformation with economic value
creation and human-centered management remain
limited [18], particularly in emerging economies [19]
[20]. This gap highlights the need to conceptualize HR
5.0 as a strategic response to digital transformation
rather than merely a technological upgrade.
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Accordingly, this study aims to analyze the role of
artificial intelligence in driving the transformation of
HRM toward the HR 5.0 paradigm and to examine its
managerial and economic implications for modern
organizations.

2. Research Method

This study applies a systematic and structured research
approach to examine the transformation of Human
Resource Management toward the HR 5.0 paradigm in
the context of artificial intelligence.  The
methodological framework is designed to ensure
clarity, accuracy, and reproducibility by clearly
describing the preparation process, analytical
procedures, and workmanship techniques employed in
the study. Emphasis is placed on maintaining
methodological rigor while aligning the research design
with the objectives of economics, management, and
business studies, thereby providing a reliable
foundation for analyzing the managerial and economic
implications of Al-driven HR transformation.

This study adopts a qualitative conceptual research
design aimed at analyzing the transformation of Human
Resource Management toward the HR 5.0 paradigm in
the era of artificial intelligence. The research design
emphasizes analytical depth and theoretical integration
to capture the managerial, economic, and human-
centered dimensions of digital HR transformation. This
approach is suitable for exploring emerging concepts
that are still developing and require comprehensive
conceptual clarification rather than hypothesis testing.

The data used in this study are derived from secondary
sources, including peer-reviewed academic journal
articles, scholarly books, and institutional reports
related to artificial intelligence, digital HRM, HR
analytics, and organizational performance. The
selection of sources prioritizes relevance to economics,
management, and business disciplines. Publications that
focus exclusively on technical or computational aspects
without managerial implications are excluded to
maintain alignment with the research objectives.

The data collection process follows a structured
procedure to ensure transparency and consistency.
Relevant literature is identified using predefined
keywords associated with Al, HR digitalization, HR
5.0, and organizational performance. The identified
sources are screened based on their abstracts and
research focus, followed by a full-text review of
selected publications. This procedure ensures that only
studies directly related to the research topic are
included in the analysis.

The study employs a thematic analysis technique to
interpret the collected data. The selected literature is
systematically reviewed and categorized into key
analytical themes, including Al-driven transformation
of HR functions, managerial and economic
implications, ethical and organizational challenges, and
human-centered principles underlying HR 5.0. This
analytical process enables the identification of
recurring patterns and relationships across different
organizational contexts.

3. Result and Discussion

This section presents the research findings in a
systematic and logical sequence to illustrate the
transformation of Human Resource Management
toward the Human Resources 5.0 paradigm in the
context of artificial intelligence adoption. The results
are reported by emphasizing factual and thematic
patterns derived from the selected literature, rather than
providing premature interpretation or evaluative
judgment. The presentation highlights key trends,
relationships, and structural changes in HR functions
resulting from Al integration, including implications
for organizational performance, managerial
effectiveness, and human-centered value creation. The
discussion subsequently explains these findings by
linking them to the theoretical framework of HR 5.0,
addressing the research objectives, and identifying
broader generalizations relevant to contemporary
organizational practice. Where divergent or ambiguous
perspectives appear in the literature, they are reported
objectively to reflect the ongoing academic debate
surrounding digital transformation in human resource
management.

The findings indicate that the adoption of artificial
intelligence plays a critical role in accelerating the
transformation of Human Resource Management
toward the HR 5.0 paradigm. Across the reviewed
literature, Al implementation in HR functions is
consistently  associated ~with  improvements in
operational efficiency, decision accuracy, and strategic
workforce alignment. Al-driven tools such as predictive
analytics, automated recruitment systems, and
performance monitoring platforms enable organizations
to process large volumes of employee data in real time,
supporting more objective and data-informed
managerial decisions. These capabilities contribute to
faster recruitment cycles, improved talent matching,
and more precise identification of skill gaps, which
collectively enhance overall organizational
performance.

From a performance perspective, HR 5.0 outcomes
extend beyond efficiency gains to include qualitative
improvements in workforce management. The results
show that Al adoption supports personalized employee
development through adaptive learning systems and
individualized performance feedback mechanisms.
Such systems allow organizations to align employee
competencies with strategic objectives more effectively
while fostering continuous learning and upskilling. This
alignment strengthens human capital productivity and
increases organizational resilience in dynamic and
technology-driven business environments.

The analysis also reveals that HR 5.0 emphasizes a
balanced interaction between technological intelligence
and human judgment. While Al enhances analytical
capacity and reduces administrative workload, strategic
decision-making remains dependent on human
interpretation, ethical consideration, and contextual
understanding. This  synergy reflects a key
characteristic of HR 5.0, where technology functions as
an enabler rather than a replacement for human roles.

Jurnal Informatika Ekonomi Bisnis — Vol. 7, Iss. 4 (2025) 1092-1097

1093



Reska Rahmatullah, dkk

Organizations that successfully integrate Al within a
human-centered framework demonstrate higher levels
of employee engagement, trust, and perceived fairness
in HR processes.

However, the results highlight variability in
performance outcomes depending on organizational
readiness and governance structures. Firms with clear
digital strategies, data governance policies, and ethical
guidelines tend to achieve more sustainable HR 5.0
performance outcomes. In contrast, organizations that
adopt Al without adequate change management or
transparency ~ mechanisms  experience  limited
performance improvements and, in some cases,
employee resistance. These findings suggest that Al-
driven HR performance under the HR 5.0 model is
contingent not only on technological capability but also
on managerial competence and organizational culture.

Overall, the results confirm that artificial intelligence
adoption  positively influences HR performance
outcomes when embedded within the principles of HR
5.0. The integration of advanced analytics with human-
centered management practices enables organizations
to enhance efficiency, strategic value, and employee
well-being simultaneously, positioning HR as a critical
driver of sustainable organizational performance in the
digital era. Next Artificial Intelligence Adoption and
HR 5.0 Performance Outcomes on Table 1.

Table 1. Artificial Intelligence Adoption and HR 5.0 Performance

Outcomes
Dimension Key Findings Perfo_rmgnce
Implications
Al Utilization in Al is widely applied in  Faster recruitment
HR Functions recruitment, cycles and
performance improved talent-job
evaluation, and matching
workforce analytics
Data-Driven HR decisions  Higher accuracy in
Decision Making increasingly rely on workforce planning

predictive analytics and reduced
decision bias
Employee Al supports  Enhanced skill
Development personalized learning  alignment and
and performance  productivity growth
feedback
Human— Al complements rather  Improved employee
Technology than replaces human engagement and
Interaction judgment perceived fairness
Organizational Performance gains  Strong governance
Readiness vary across leads to  more
organizations consistent HR
outcomes

The findings summarized in Table 1 indicate that
artificial intelligence adoption significantly enhances
HR performance within the HR 5.0 framework by
improving efficiency and decision accuracy across key
HR functions. Al-driven recruitment and performance
management systems enable organizations to accelerate
hiring processes and improve talent—job matching,
reducing inefficiencies associated with manual
screening and subjective assessment. These outcomes
suggest a structural shift in HR operations, where data-
driven mechanisms increasingly support strategic
workforce management and contribute directly to
organizational performance.

Table 1 also highlights the role of Al in strengthening
employee development and human capital productivity.
Personalized  learning  systems and  adaptive
performance feedback allow organizations to align
individual competencies with strategic objectives more
effectively. This targeted approach supports continuous
skill development while reinforcing the human-
centered orientation of HR 5.0. Rather than diminishing
the human role, Al enhances the capacity of HR
professionals and managers to make informed decisions
that support both organizational goals and employee
growth.

Finally, the results emphasize that HR 5.0 performance
outcomes are strongly influenced by the quality of
human-technology integration and organizational
readiness. Organizations that position Al as a
complementary tool to human judgment experience
higher levels of employee engagement and perceived
fairness in HR processes. Conversely, insufficient
governance and digital preparedness limit the potential
benefits of Al adoption. These findings confirm that
sustainable HR 5.0 performance depends not only on
technological capability but also on managerial
competence, ethical oversight, and organizational
culture.

The results demonstrate that the implementation of HR
5.0 supported by artificial intelligence generates
significant managerial and economic implications for
modern organizations. From a managerial perspective,
Al-driven HR systems reshape decision-making
processes by shifting them from intuition-based
practices toward evidence-based and predictive
approaches. The integration of workforce analytics
enables managers to anticipate labor needs, optimize
workforce allocation, and evaluate performance trends
more accurately. As a result, HR functions increasingly
operate as strategic partners that contribute directly to
organizational planning and competitive positioning
rather than serving solely administrative roles.

Economically, the findings indicate that HR 5.0
adoption contributes to cost efficiency and value
creation through improved resource utilization.
Automated HR processes reduce operational costs
associated with recruitment, training administration,
and performance evaluation, while predictive analytics
minimize the risks of turnover and skill mismatches.
These efficiencies translate into lower human capital
costs and higher returns on investment in talent
development. Organizations that leverage Al for
strategic workforce planning also demonstrate greater
adaptability to market fluctuations, allowing them to
maintain productivity under conditions of economic
uncertainty.

The analysis further reveals that HR 5.0 alters
managerial accountability and governance structures.
As algorithmic systems influence employment
decisions, managers assume new responsibilities
related to oversight, validation, and ethical governance
of Al tools. Effective managerial practice under HR 5.0
requires transparency in algorithmic decision-making,
continuous monitoring of system outcomes, and
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alignment with organizational values. Firms that
institutionalize ~ these ~ governance  mechanisms
experience more stable economic outcomes and
stronger internal legitimacy for Al-driven HR practices.

In addition, the findings suggest that the economic
benefits of HR 5.0 are closely linked to human-centered
management principles. Organizations that combine
technological efficiency with investments in employee
well-being, skill development, and participatory
decision-making achieve more sustainable performance
outcomes. This balance reduces resistance to
technological change and supports long-term
productivity growth. Conversely, organizations that
prioritize cost reduction without addressing human and
ethical considerations face diminishing economic
returns due to decreased employee engagement and
trust. Overall, the results confirm that HR 5.0
represents not only a technological shift but also a
managerial and economic transformation. Artificial
intelligence enhances the strategic and financial
contribution of HR functions when integrated with
responsible management practices, reinforcing HR’s
role as a key driver of organizational value creation in
the digital economy. Next Managerial and Economic
Implications of HR 5.0 on Table 2.

Table 2. Managerial and Economic Implications of HR 5.0

Economic and

Aspect Observed Results -
Managerial Impact
Managerial Shift from intuition-  Improved strategic
Decision based to analytics- planning and
Processes based decisions managerial
accountability
Cost Efficiency Automation reduces  Lower operational
administrative  HR  expenses and higher
costs HR investment
efficiency
Workforce Predictive tools Increased return on
Optimization reduce turnover and  human capital
skill mismatch investment
Governance Managers  oversee  Stronger

Responsibility

algorithmic decision
outcomes

organizational control
and legitimacy

Sustainability of Human-centered Stable productivity
Performance practices  enhance and economic
long-term results resilience

The results presented in Table 2 demonstrate that the
implementation of HR 5.0 supported by artificial
intelligence reshapes managerial decision-making
processes and strengthens the strategic role of HR
within  organizations. Al-driven analytics enable
managers to move away from intuition-based
judgments toward more systematic and evidence-based
decisions.  This  shift  enhances  managerial
accountability and improves the alignment between HR
strategies and organizational objectives, positioning HR
as an integral contributor to strategic planning rather
than a purely administrative function.

From an economic perspective, Table 2 highlights that
HR 5.0 adoption generates tangible efficiency gains
through  automation and predictive  workforce
management. The reduction of administrative costs in
recruitment, training coordination, and performance
evaluation  contributes to  lower  operational
expenditures. At the same time, predictive tools reduce

turnover risks and skill mismatches, leading to more
efficient utilization of human capital. These outcomes
indicate that Al-supported HR practices improve the
return on investment in human resources and enhance
organizational adaptability in dynamic economic
environments.

The findings further suggest that the managerial and
economic benefits of HR 5.0 are closely linked to
governance quality and human-centered management
practices. Managers are required to assume new
responsibilities related to the oversight and ethical use
of algorithmic systems, ensuring transparency and
fairness in HR decisions. Organizations that balance
cost efficiency with employee development and well-
being achieve more sustainable economic performance.
Conversely, prioritizing efficiency without adequate
human and ethical considerations limits long-term
value creation, reinforcing the importance of strategic
and responsible HR 5.0 implementation.

The findings reveal that the implementation of HR 5.0
supported by artificial intelligence introduces a range of
ethical and organizational challenges that directly affect
the effectiveness and sustainability of HR
transformation. One of the most prominent issues
identified across the literature is data governance and
employee privacy. The extensive use of Al-based HR
systems requires the collection and analysis of sensitive
employee data, raising concerns regarding data
security, consent, and potential misuse. Organizations
lacking robust data protection frameworks face
heightened risks of privacy violations, which can
undermine employee trust and organizational
credibility.

Another significant challenge relates to algorithmic
bias and fairness in HR decision-making. The results
indicate that Al systems trained on historical or
unbalanced data may unintentionally reproduce existing
inequalities in recruitment, promotion, and performance
evaluation processes. Without regular auditing and

human oversight, these biases can become
institutionalized, contradicting the human-centered
values embedded in the HR 5.0 paradigm.

Organizations that fail to address this issue experience
reduced perceptions of fairness and increased resistance
from employees and external stakeholders.

From an organizational perspective, the findings show
that resistance to change remains a critical barrier to
HR 5.0 adoption. Employees and managers may
perceive Al-driven HR systems as threats to job
security, professional autonomy, or established power
structures. This resistance is particularly evident in
organizations with low digital maturity or limited
communication regarding the purpose and benefits of
Al integration. In such contexts, technological adoption
does not automatically translate into improved
performance and may instead generate organizational
tension and reduced engagement.

The results also highlight challenges related to
capability gaps and managerial readiness. Effective HR
5.0 implementation requires new competencies among

Jurnal Informatika Ekonomi Bisnis — Vol. 7, Iss. 4 (2025) 1092-1097

1095



Reska Rahmatullah, dkk

HR professionals and line managers, including data
literacy, ethical judgment, and the ability to interpret
Al-generated insights. Organizations that invest
insufficiently in these capabilities struggle to translate
technological potential into meaningful organizational
outcomes. This limitation reinforces the finding that
HR 5.0 is as much a transformation of managerial roles
and skills as it is a technological innovation.

Overall, the findings suggest that ethical and
organizational challenges are integral to the HR 5.0
transformation process. Successful implementation
depends on the ability of organizations to balance
technological advancement with ethical governance,
transparent communication, and continuous capability
development. Addressing these challenges strengthens
the legitimacy and long-term impact of Al-driven HR
systems, ensuring that HR 5.0 remains aligned with
human-centered and  sustainable  organizational
objectives. Next Ethical and Organizational Challenges
in HR 5.0 on Table 3.

Table 3. Ethical and Organizational Challenges in HR 5.0

In addition, organizational resistance and capability
gaps emerge as critical barriers to effective HR 5.0
adoption. Employees and managers may perceive Al
systems as threats to job security or professional
autonomy, particularly in organizations with low digital
maturity. Limited data literacy and ethical awareness
among HR professionals further constrain the effective
use of Al insights. These challenges demonstrate that
successful HR 5.0 implementation requires not only
technological infrastructure  but also  change
management, skill development, and transparent
communication to align organizational members with
digital transformation objectives.

The results indicate that the successful realization of
HR 5.0 depends on the extent to which artificial
intelligence is integrated within a human-centered and
strategically aligned management framework. Across
the reviewed studies, organizations that position Al as a
supportive tool rather than a dominant decision-maker
demonstrate  more balanced and sustainable HR
outcomes. This integration allows technology to
enhance analytical capabilities while preserving human

Challenge Area

Key Issues Identified

Organizational
Consequences

judgment, empathy, and contextual understanding in

Data  Privacy
and Security

Algorithmic
Bias

Resistance  to
Change

Extensive  use  of
employee data raises
privacy risks

Al systems  may
reproduce historical
inequalities

Fear of job

displacement and loss
of autonomy

Declining  trust if
governance is weak

Reduced fairness and
credibility of HR
decisions

Lower engagement and
adoption effectiveness

Capability Limited data literacy Ineffective use of Al
Gaps among HR  insights
professionals
Ethical Lack of transparency Increased
Governance in Al decisions organizational and

reputational risk

HR practices, which are essential components of the
HR 5.0 paradigm.

The findings further show that strategic alignment
between HR 5.0 initiatives and organizational goals
strengthens the overall impact of Al adoption. When
Al-driven HR systems are linked to long-term business
strategies, such as innovation, sustainability, and
workforce resilience, HR functions contribute more
directly to organizational value creation. This
alignment  enables  organizations to  translate
technological capabilities into strategic advantages,
including improved talent retention, adaptive workforce

The findings summarized in Table 3 indicate that
ethical and organizational challenges constitute a
central issue in the implementation of HR 5.0 supported
by artificial intelligence. The extensive use of
employee data in Al-driven HR systems raises concerns
regarding data privacy, security, and consent.
Organizations that lack robust data governance
frameworks face increased risks of privacy violations,
which can undermine employee trust and weaken
organizational legitimacy. These issues highlight that
technological advancement in HR must be
accompanied by clear ethical standards and protective
mechanisms.

Table 3 also reveals that algorithmic bias remains a
significant challenge affecting fairness and credibility
in HR decision-making. Al systems trained on
historical or incomplete data may unintentionally
reinforce  existing inequalities in  recruitment,
promotion, and performance evaluation processes.
Without continuous auditing and human oversight, such
biases can become institutionalized, contradicting the
human-centered values of the HR 5.0 paradigm. These
findings suggest that fairness in Al-driven HR practices
is not automatically guaranteed by technology but
depends on responsible managerial intervention.

planning, and enhanced organizational agility.

From a human-centered perspective, the results
highlight the importance of employee involvement and
transparency in HR 5.0 implementation. Organizations
that actively communicate the objectives, limitations,
and ethical safeguards of Al-based HR systems
experience higher levels of employee acceptance and
trust. Participatory approaches, such as feedback
mechanisms and collaborative  decision-making,
reinforce the perception that technology serves human
development rather than organizational control. These
practices support psychological safety and strengthen
employee commitment during digital transformation
processes.

The analysis also reveals that continuous learning and
skill development are central to sustaining HR 5.0
integration. Al-driven insights enable organizations to
design targeted reskilling and upskilling programs
aligned with evolving job requirements. Firms that
leverage these insights to invest in human capital
development achieve greater long-term performance
stability and innovation capacity. In contrast,
organizations that treat Al adoption as a one-time
technological upgrade fail to sustain strategic alignment
and human-centered value creation.
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Overall, the findings confirm that HR 5.0 represents a
holistic integration of technology, strategy, and human
values. Artificial intelligence contributes most
effectively to HR transformation when embedded
within a human-centered approach and aligned with
organizational strategy, reinforcing HR’s role as a
driver of sustainable performance and ethical digital
transformation.

4. Conclusion

This study concludes that artificial intelligence is a key
enabler of the transformation of Human Resource
Management toward the Human Resources 5.0
paradigm by enhancing efficiency, decision accuracy,
and strategic workforce alignment within a human-
centered management framework. The findings show
that Al-driven HR systems strengthen managerial
effectiveness and generate economic value through cost
efficiency and optimized human capital utilization,
while also requiring strong governance, ethical
oversight, and organizational readiness to prevent bias
and resistance. In practice, organizations should
integrate Al as a supportive tool that complements
human judgment, aligns HR initiatives with long-term
strategy, and prioritizes continuous capability
development. Future research is encouraged to
empirically examine HR 5.0 implementation across
sectors and to quantitatively assess its impact on
organizational performance, resilience, and employee
well being.
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