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Volume :3 The rapid advancement of digital technologies has transformed human
resource management (HRM), making Artificial Intelligence (Al), Human
B - Resource Information Systems (HRIS), and People Analytics essential tools
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for improving workforce management and organizational sustainability in
Tahun  :2026 the Industry 5.0 era. This study aims to examine how these digital
E-ISSN :3062-9624 technologies contribute to strategic HRM and sustainable organizational
performance. This study uses a qualitative literature review approach by
analyzing recent journal articles published between 2021 and 2026 from
reputable databases, including Scopus, Web of Science, ScienceDirect,
Emerald Insight, SpringerLink, and Taylor & Francis. The collected
literature was analyzed using thematic analysis to identify key trends and
best practices in digital HRM. The findings indicate that Al enhances
recruitment, employee performance evaluation, and workforce planning.
HRIS improves operational efficiency through integrated employee data
management, while People Analytics supports data-driven decision-making
by providing insights into employee performance, engagement, and
retention. However, successful implementation depends on digital
infrastructure, employee competencies, leadership support, and ethical data
governance. The study concludes that integrating Al, HRIS, and People
Analytics strengthens strategic human resource management and enhances
organizational sustainability in the Industry 5.0 era. These findings provide
practical insights for organizations seeking to accelerate digital
transformation and achieve sustainable competitive advantage.
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A. INTRODUCTION

The digital transformation of organizations has accelerated dramatically over the past
decade, fundamentally changing the way businesses manage their human resources.
Advances in Artificial Intelligence (Al), cloud computing, big data analytics, and digital
communication technologies have shifted traditional human resource management toward

technology-driven approaches that improve organizational effectiveness and workforce
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productivity. These technological developments have enabled organizations to automate
administrative tasks, optimize talent acquisition, improve employee development, and
enhance strategic decision-making through data-driven insights. Consequently, Human
Resource Management (HRM) is no longer viewed solely as an administrative function but as
a strategic business partner that contributes directly to organizational competitiveness and
sustainability.

The emergence of Industry 5.0 further strengthens the importance of integrating
advanced technologies with human-centered organizational values. Unlike Industry 4.0,
which primarily emphasized automation and smart manufacturing, Industry 5.0 promotes
collaboration between humans and intelligent technologies to create sustainable, resilient,
and inclusive organizations. This paradigm encourages organizations to utilize Artificial
Intelligence while maintaining employee creativity, ethical responsibility, and social well-
being. Human resources therefore become the central element in ensuring that technological
innovation generates value not only for organizational performance but also for employees
and society.

Artificial Intelligence has become one of the most influential technologies reshaping
modern HR practices. Al-powered recruitment systems can efficiently screen thousands of
applicants, identify qualified candidates through machine learning algorithms, and reduce
recruitment time and costs. Al is also increasingly applied in employee performance
management, personalized learning systems, workforce forecasting, employee engagement
monitoring, and predictive turnover analysis. These capabilities enable organizations to make
faster and more accurate strategic decisions while minimizing human bias and improving
workforce planning.

Alongside Al, Human Resource Information Systems (HRIS) have become indispensable
digital platforms for managing employee information and organizational processes. HRIS
integrates payroll administration, attendance management, performance appraisal, training
records, recruitment, and employee databases into a unified digital system. The
implementation of HRIS improves administrative efficiency, enhances data accuracy,
facilitates real-time reporting, and supports evidence-based human resource decision-
making. Organizations adopting comprehensive HRIS platforms are better positioned to
respond to rapidly changing business environments while improving employee experience

and operational effectiveness.
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Another important technological development is the increasing adoption of People
Analytics. Unlike conventional HR reporting, People Analytics utilizes statistical analysis,
predictive modeling, machine learning, and big data techniques to transform workforce
information into strategic organizational intelligence. Organizations use People Analytics to
identify performance drivers, predict employee turnover, optimize workforce allocation,
measure employee engagement, and evaluate leadership effectiveness. As organizations
accumulate increasingly complex workforce data, People Analytics enables HR professionals
to make evidence-based decisions that improve organizational outcomes while supporting
long-term sustainability.

Organizational sustainability has become one of the primary strategic objectives for
modern organizations. Sustainability extends beyond environmental responsibility to include
economic resilience, social inclusion, employee well-being, organizational adaptability, and
long-term value creation. Human resource management plays a critical role in achieving these
objectives by ensuring that employees possess the competencies, motivation, and
organizational support necessary to adapt to continuous technological change. Al, HRIS, and
People Analytics collectively provide organizations with the digital capabilities required to
build sustainable human capital and maintain competitive advantage in dynamic business
environments.

Despite the increasing adoption of digital HR technologies, many organizations continue
to face significant implementation challenges. Limited digital competencies, resistance to
organizational change, inadequate technological infrastructure, concerns regarding data
privacy, ethical issues surrounding Al algorithms, and insufficient leadership support often
hinder successful digital transformation initiatives. Furthermore, organizations must balance
technological efficiency with employee trust, fairness, transparency, and ethical decision-
making to ensure that digital innovation supports rather than replaces human capabilities.

Previous studies have extensively examined individual technologies such as Artificial
Intelligence, HRIS, or People Analytics independently. However, relatively few studies have
comprehensively explored how the integration of these three technologies collectively
contributes to organizational sustainability within the Industry 5.0 framework. This research
seeks to address that gap by synthesizing recent literature and proposing an integrated
perspective on digital human resource management. By examining the combined strategic

role of Al, HRIS, and People Analytics, this study provides valuable theoretical insights and
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practical recommendations for organizations seeking to strengthen workforce management
while achieving sustainable organizational performance.

Accordingly, this study aims to analyze the strategic contribution of Artificial
Intelligence, Human Resource Information Systems, and People Analytics in fostering
organizational sustainability within the Industry 5.0 era. The findings are expected to enrich
the literature on Digital Human Resource Management and provide practical guidance for
organizations implementing digital transformation strategies to achieve sustainable

competitive advantage.

B. RESEARCH METHOD

This study employed a qualitative approach using a literature review method to
examine the strategic role of Artificial Intelligence (AI), Human Resource Information Systems
(HRIS), and People Analytics in fostering organizational sustainability within the Industry 5.0
era. A literature review was considered appropriate because it enables researchers to
synthesize current knowledge, identify emerging trends, and provide comprehensive insights
into rapidly evolving digital human resource management practices.

The data used in this study consisted of secondary data collected from high-quality
scientific publications. Relevant articles were obtained from internationally recognized
databases, including Scopus, Web of Science, ScienceDirect, Emerald Insight, SpringerLink,
Taylor & Francis, and Google Scholar. Only peer-reviewed journal articles published between
2021 and 2026 were included to ensure that the findings reflected recent developments in
digital HR technologies and Industry 5.0. Publications that were duplicated, lacked academic
rigor, or were not directly related to the research topic were excluded from the review.

The collected literature was analyzed using thematic analysis. This analytical approach
involved identifying recurring concepts, classifying key themes, comparing findings across
previous studies, and synthesizing the evidence into a coherent framework. The themes
focused on the implementation of Artificial Intelligence, Human Resource Information
Systems, People Analytics, and their collective contribution to organizational sustainability.
This process enabled the researchers to identify both the opportunities and challenges
associated with digital transformation in human resource management.

To enhance the credibility of the study, multiple academic sources were compared and
critically evaluated to ensure consistency and reliability of the findings. The synthesized

evidence was then interpreted based on the Industry 5.0 perspective, which emphasizes

84 https://journal.hasbaedukasi.co.id/index.php/jurmie



Jurnal Riset Multidisiplin Edukasi Volume 3 Nomor 7 Tahun 2026

human-centered innovation, organizational resilience, sustainability, and ethical technology
adoption. The results of this review provide practical recommendations for organizations

seeking to integrate digital technologies into strategic human resource management.

C. RESULTS AND DISCUSSION
3.1 Artificial Intelligence as a Strategic Driver of Human Resource Transformation

Artificial Intelligence has significantly transformed the way organizations manage
human resources by improving the efficiency and effectiveness of HR processes. Al-powered
applications enable organizations to automate repetitive administrative activities such as
resume screening, interview scheduling, employee onboarding, and performance monitoring.
Consequently, HR professionals can allocate more time to strategic initiatives rather than
routine administrative work.

The literature consistently indicates that Al contributes to better decision-making
through predictive analytics. Organizations can forecast employee turnover, identify high-
potential employees, and predict future workforce requirements using machine learning
algorithms. These predictive capabilities allow management to develop proactive human
resource strategies that strengthen organizational competitiveness.

Another important finding concerns employee development. Al-based learning systems
are capable of recommending personalized training programs according to individual
competency gaps and career aspirations. Such personalization increases employee
engagement, improves learning effectiveness, and accelerates workforce capability
development, which is essential in the rapidly changing Industry 5.0 environment.

Despite these advantages, researchers emphasize that Al implementation should be
accompanied by ethical governance. Organizations must ensure transparency, fairness, and
accountability in Al-assisted decision-making while protecting employee privacy. Responsible
Al implementation therefore becomes a critical factor in achieving sustainable organizational
performance.

3.2 Human Resource Information Systems (HRIS) as the Foundation of Digital HRM

Human Resource Information Systems have become the digital backbone supporting
modern human resource management. HRIS integrates employee records, payroll, attendance,
recruitment, training, and performance management into a centralized information system.
This integration significantly improves operational efficiency and data accuracy across

organizational functions.
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The reviewed literature demonstrates that organizations implementing HRIS experience
faster administrative processes and improved accessibility of workforce information.
Managers are able to retrieve real-time employee data, enabling evidence-based decision-
making and reducing delays caused by manual documentation. Such efficiency contributes
directly to organizational productivity.

HRIS also supports strategic workforce planning by providing comprehensive employee
databases that facilitate succession planning, competency mapping, and performance
evaluation. Moreover, cloud-based HRIS enables organizations to manage geographically
dispersed employees while maintaining consistency in HR policies and procedures.

However, successful HRIS implementation depends on adequate technological
infrastructure, user competence, and organizational commitment. Employee training,
leadership support, and effective change management are essential to maximize the benefits
of HRIS while minimizing resistance to digital transformation.

3.3 People Analytics and Data-Driven Human Resource Decision Making

People Analytics has emerged as an important capability for transforming workforce
data into strategic organizational knowledge. By utilizing statistical analysis, machine
learning, and predictive models, organizations gain deeper insights into employee behavior,
productivity, engagement, and retention. These insights support evidence-based HR decision-
making.

The reviewed studies reveal that People Analytics improves workforce planning by
identifying factors influencing employee performance and turnover. Organizations can use
predictive models to develop targeted retention strategies, optimize recruitment processes,
and allocate human resources more effectively. This proactive approach strengthens
organizational resilience in dynamic business environments.

Another important contribution of People Analytics is the enhancement of employee
experience. Data collected from employee surveys, digital communication platforms, and
performance systems enables organizations to identify workplace challenges, evaluate
employee satisfaction, and design interventions that improve organizational culture and
employee well-being.

Nevertheless, organizations must establish strong data governance to ensure ethical
data collection and analysis. Employee trust is closely related to transparency in how

organizational data are collected, processed, and utilized. Therefore, responsible People
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Analytics implementation requires compliance with privacy regulations and ethical
management principles.

3.4 Integrating Al, HRIS, and People Analytics for Organizational Sustainability in
Industry 5.0

The findings indicate that Artificial Intelligence, Human Resource Information Systems,
and People Analytics should not be viewed as separate technologies but as complementary
strategic resources. HRIS provides comprehensive employee data, Al processes and interprets
the information intelligently, while People Analytics transforms the results into strategic
organizational insights. Their integration creates a more intelligent and responsive HR
ecosystem.

Within the Industry 5.0 framework, digital transformation is no longer limited to
automation but emphasizes collaboration between humans and intelligent technologies.
Organizations that successfully integrate these technologies create workplaces that support
innovation, employee empowerment, continuous learning, and organizational resilience.
Technology becomes an enabler rather than a replacement for human capabilities.

The reviewed literature further suggests that organizations adopting integrated digital
HR practices demonstrate higher organizational agility, stronger employee engagement,
improved workforce productivity, and greater capability to adapt to rapidly changing
business environments. These outcomes contribute significantly to sustainable competitive
advantage.

Overall, organizational sustainability is achieved when technological innovation is
balanced with human-centered values, ethical leadership, employee well-being, and
responsible governance. Therefore, integrating Al, HRIS, and People Analytics represents a

strategic pathway for organizations seeking long-term success in the Industry 5.0 era.

D. CONCLUSION

The findings of this literature review demonstrate that Artificial Intelligence, Human
Resource Information Systems, and People Analytics have become essential components of
modern digital human resource management. Each technology contributes uniquely to
improving workforce management, organizational decision-making, operational efficiency,
and employee development. Their implementation enables organizations to respond more

effectively to the increasing complexity of today's business environment.
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Furthermore, the integration of these digital technologies supports the principles of
Industry 5.0 by combining technological innovation with human-centered organizational
values. Rather than replacing employees, Al, HRIS, and People Analytics enhance
collaboration between technology and human capabilities, creating more adaptive, innovative,
and resilient organizations. This integration also strengthens organizational sustainability
through improved productivity, employee engagement, and strategic workforce planning.

Despite these advantages, successful implementation requires strong digital
infrastructure, competent human resources, ethical governance, and organizational
commitment to continuous learning. Future studies are encouraged to empirically investigate
the relationships among Al, HRIS, People Analytics, and organizational sustainability using

quantitative or mixed-method approaches across various industrial sectors and countries.
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