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ABSTRACT
The integration of Information Technology (IT) in Human Resource (HR) Management has become crucial
in enhancing organizational efficiency and effectiveness. This study aims to explore the factors
influencing the success of IT implementation in HR management and analyze effective approaches and
challenges. Through a systematic literature review approach, we analyzed various international sources
to understand key factors related to the integration of IT in HR management. The findings highlight the
importance of leadership support, organizational readiness, adequate IT infrastructure, employee
education and training, change management, effective communication, as well as measurement and
evaluation of IT implementation success in HR management. These findings provide valuable insights for
practitioners and researchers to design more effective strategies in adopting IT in the context of HR
management.
Keywords: Information Technology, Human Resource Management, Implementation, Factors,
Approaches, Challenges.

ABSTRAK
Penerapan Teknologi Informasi (TI) dalam Manajemen Sumber Daya Manusia (SDM) telah menjadi aspek
penting dalam meningkatkan efisiensi dan efektivitas organisasi. Studi ini bertujuan untuk
mengeksplorasi faktor-faktor yang mempengaruhi keberhasilan implementasi TI dalam manajemen SDM
serta menganalisis pendekatan yang efektif dan tantangan yang dihadapi. Melalui pendekatan literature
review yang sistematis, kami menganalisis berbagai sumber referensi internasional untuk memahami
faktor-faktor kunci yang berkaitan dengan integrasi TI dalam manajemen SDM. Hasil penelitian
menyoroti pentingnya dukungan kepemimpinan, kesiapan organisasi, infrastruktur TI yang memadai,
pendidikan dan pelatihan karyawan, manajemen perubahan, komunikasi efektif, serta pengukuran dan
evaluasi terhadap keberhasilan implementasi TI dalam manajemen SDM. Temuan ini memberikan
wawasan yang berharga bagi praktisi dan peneliti untuk merancang strategi yang lebih efektif dalam
mengadopsi TI dalam konteks manajemen SDM.
Kata Kunci: Teknologi Informasi, Manajemen Sumber Daya Manusia, Implementasi, Faktor-Faktor,
Pendekatan, Tantangan.

Introduction
Information Technology (IT) significantly impacts Human Resources (HR) management

by revolutionizing the way organizations handle various HR functions. IT integration leads to
enhanced efficiency and effectiveness in managing human capital (Tërstena et al., 2019). The
utilization of IT in HRM allows for the restructuring of business processes, communication, and
overall organizational architecture (Tërstena et al., 2019). Moreover, IT facilitates the
implementation of Human Resource Information Systems (HRIS), which are crucial for effective
human asset management (Troshani et al., 2011). HRIS plays a vital role in manpower activities
such as human resources planning within organizations (Karikari et al., 2015).

The rise of IT has given birth to Smart Human Resources 4.0 (Smart HR 4.0), which acts
as a catalyst in disrupting traditional HR practices (Sivathanu & Pillai, 2018). This disruption
underscores the necessity of embracing IT to remain competitive in the evolving HR domain
(Sivathanu & Pillai, 2018). Additionally, HR Analytics has been recognized as a critical tool for
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organizations to boost HR efficiency and gain a competitive edge (Chino, 2023). The
incorporation of IT into HR activities, including selection, recruitment, learning and
development, performance management, and compensation systems, is imperative for
organizational success (Renanita & Himam, 2020).

IT not only enhances the operational aspects of HR but also influences strategic
decision-making within organizations. IT empowers HR professionals to establish external
professional links, be more responsive to information, and have greater autonomy in
information management (Kansara et al., 2016). Furthermore, IT supports the implementation
of change management processes, where HR plays a pivotal role in successful Information
Systems (IS) implementation (Maguire & Redman, 2007).

In conclusion, the significance of IT in HR management cannot be overstated. It
transforms HR practices, boosts organizational efficiency, supports strategic decision-making,
and contributes to overall business success. Embracing IT in HRM is essential for organizations
to adapt to the changing business landscape and gain a competitive advantage in the modern
digital era.

Factors influencing the success of IT implementation in HR management encompass a
range of elements crucial for effective execution. Top management support, training, rewards,
employee empowerment, teamwork, and the consistency of messages about HR practices are
highlighted as pivotal factors (Daily & Huang, 2001; Guest, 2011). Additionally, the commitment
of HR managers to their occupation plays a critical role in the proper delivery and
implementation of HR practices (Oh et al., 2015). The implementation of HR practices is also
emphasized as a key factor influencing HR department effectiveness (Nguyen & Teo, 2018).

Moreover, the ability of HR professionals to influence HR implementation by leveraging
tactics to persuade front-line managers to implement HR policies is noted as essential
(Kurdi-Nakra & Pak, 2022). Line managers' perceptions of strong HRM processes are shown to
influence employees' perceptions of HRM implementation effectiveness (Gilbert et al., 2015).
Furthermore, the successful transfer of HR policies and cultural change within multinational
corporations is linked to key factors such as strategic HR change models (Björkman & Lervik,
2007).

The role of front-line managers in the implementation of HR practices is underscored,
with research indicating that they significantly impact employee job satisfaction and
commitment through the enactment of HR policies (Hutchinson & Purcell, 2010; Purcell &
Hutchinson, 2006). The model integrating social context and ability-motivation-opportunity
factors is proposed as a framework for enhancing line managers' HR implementation
effectiveness (Özçelik & Uyargil, 2015). Additionally, the influence of top management HR
beliefs and values on high-performance work system adoption and implementation
effectiveness is highlighted (Arthur et al., 2014).

In conclusion, successful IT implementation in HR management hinges on various
factors such as top management support, HR manager commitment, front-line manager
involvement, and the alignment of HR practices with organizational values and beliefs. By
considering these factors collectively, organizations can enhance the likelihood of successful IT
implementation in HR management.

This research aims to explore and reveal factors that have a crucial role in influencing
the successful implementation of Information Technology (IT) in Human Resources (HR)
management. By focusing attention on these factors, this research will provide a deeper
understanding of the dynamics involved in adopting IT in the context of HR management.
Through a careful analytical approach, this research will identify various key elements that
influence the success of IT implementation in HR management. Starting from technical factors
such as available IT infrastructure, to human factors such as technical proficiency and
adaptation readiness, this research will explore the complex landscape from a
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multidimensional perspective.

Apart from that, this research will also analyze the interactions between these factors,
revealing how interdependent and mutually influential they are. In this way, a more holistic and
effective strategy can be developed in designing, implementing and managing IT systems in the
context of HR management. With the results of this research, it is hoped that it can provide
valuable guidance for HR practitioners and other stakeholders in optimizing the use of IT to
improve organizational performance and overall HR management. In addition, the findings
from this study may also provide valuable insights for further research in this field, broadening
our understanding of the complex dynamics behind IT implementation in HR management.

Research Methods
The research method used in this research is the Systematic Literature Review (SLR)

Approach. Reference sources are taken from various leading international databases in the
fields of Information Technology (IT), Human Resources Management (HR), as well as other
related fields such as IEEE Xplore, ACM Digital Library, ScienceDirect, SpringerLink, JSTOR, and
Google Scholar. The article search process was carried out using certain keywords, such as
"Information Technology implementation", "Human Resource Management", "Systematic
Literature Review", "Challenges", "Approaches", "Information Technology in HRM", and "IT
adoption in HRM ". The articles found will then be filtered based on predetermined criteria,
including suitability to the research topic, methodological quality, and recent publications.
Article selection was carried out carefully, ensuring that only relevant and high-quality articles
were included in the analysis. By using this method, it is hoped that this research can provide a
comprehensive understanding of the approaches and challenges in implementing IT in HR
management, as well as produce findings that are useful for developing knowledge in this field.

Results and Discussions
Information Technology in HR Management

In the realm of Human Resources (HR) management, the integration of Information
Technology (IT) has become increasingly crucial. IT plays a pivotal role in enhancing HR
practices, as highlighted by (Gabcanova, 2022). The utilization of IT in HR management can
streamline processes, improve communication, and enhance overall efficiency within
organizations.

Moreover, the involvement of line managers in HRM processes is a significant factor in
organizational success. Studies by Hartog et al. (2012) and Renwick (2003) emphasize the
importance of line managers in implementing HR practices effectively and how their
involvement impacts employee perceptions and organizational performance.

Additionally, the competencies and commitment of HR managers are vital for the
success of HR functions. Oh et al. (2015) suggest that HR managers' commitment to HR is
influenced by their human capital factors, which in turn affects organizational value.
Furthermore, Gollan (2012) highlights the dual identities of HR managers and their
contribution to organizational value and workplace performance.

In the context of HR audits, the commitment of top management, involvement of HR
consultants, and actions of line managers are crucial for the success of audits, as discussed by
(Kotamena et al., 2022). Clear signals and effective communication within organizations are
essential for ensuring that HR audits are perceived positively and have a significant impact.

In conclusion, the effective integration of IT, the involvement of line managers, the
competencies of HR managers, and the commitment of top management all play critical roles
in shaping successful HR management practices within organizations.
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Factors that Influence the Success of IT Implementation in HR Management Leadership
factors and management support

In implementing IT in HR management, leadership factors and management support
play a crucial role. Research by Rodríguez-Sánchez et al. (2018) emphasizes the importance of
factors such as consolidated leadership, human resource evaluation, and control of the
implementation process in the success of HR management during international mergers and
acquisitions. Additionally, Beeck et al. (2018) found that organizational support, autonomous
motivation, and coworker support are key determinants of HRM implementation effectiveness
for both middle and first-line managers.

Furthermore, the study by Williams (2019) highlights the significance of operational
support at the supervisor level to ensure the successful implementation of HR policies. This
aligns with the findings of (Vermeeren, 2014), which suggest that the variability in HRM
implementation among line managers is influenced by their leadership styles.

Moreover, Aarons et al. (2014) discuss the importance of implementation leadership in
driving successful HR practices, indicating that effective leadership at the unit level is crucial for
the successful implementation of organizational strategies. This is further supported by (Yang &
Lew, 2020), who found that the motivation of supervisors significantly influences the
implementation of HR practices.

In conclusion, to effectively implement IT in HR management, organizations need to
focus on leadership factors such as consolidated leadership, operational support at the
supervisor level, and implementation leadership. These elements, along with organizational
support and motivation, are essential for the successful integration of IT into HR practices.

Employee involvement and participation
Employee involvement and participation in IT implementation within HR management

are crucial for organizational success. Research has shown that line managers play a significant
role in facilitating the implementation of HR practices, which in turn impacts employee and
organizational outcomes (Kehoe & Han, 2020). The strategic HRM literature emphasizes the
importance of employee involvement and participation for outcomes such as job satisfaction,
retention, and organizational performance (Philip & Arrowsmith, 2020). Actively involving and
supporting employees during HR practice implementation positively impacts employee
well-being (Menon, 2012).

Employees are not just recipients but also active contributors to HRM practices,
supporting their implementation through feedback discussions with managers and
participation in decision-making processes (Bos-Nehles & Meijerink, 2018). In the context of
sustainable employability, employee involvement in the design and implementation of HR
practices is essential for success (Ybema et al., 2017). Line manager involvement in HRM has
been a topic of discussion, highlighting the need to reassess the participation of both line and
HR managers in HRM initiatives (Renwick, 2003).

Studies have shown that employees attribute the "why" of HR practices to managers,
affecting their attitudes, behaviors, and ultimately customer satisfaction (Nishii et al., 2008).
Line manager HR implementation mediates the relationship between HR strength, employee
attributions, and organizational performance (Katou et al., 2020). High-commitment HR
systems rely on employee inventiveness and empowerment in decision-making, leading to
greater employee involvement (Alotaibi & Algethami, 2023).

Employee involvement in the implementation of new technologies is expected to
improve decision quality and prevent resistance (Vereycken et al., 2021). Strong HR systems
lead to higher employee engagement and participation in job crafting, ultimately enhancing
performance (Guan & Frenkel, 2018). Line managers influence HRM implementation through
various means, including articulating HR messages, role modeling, and assessing employee
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understanding (Guest et al., 2020).
In conclusion, employee involvement and participation in IT implementation within HR

management are critical for organizational effectiveness. Line managers, HR practices, and
employee attributions all play interconnected roles in shaping organizational performance and
employee outcomes.

Effective project planning and management

Effective project planning and management in IT implementation within HR
management is crucial for successful outcomes. Research emphasizes the significance of line
managers perceiving the strategic importance of HR in company strategy to ensure
commitment and effectiveness in HR management (Navío-Marco et al., 2018). Furthermore,
highlight the role of HR as a business partner in designing policies, implementing programs,
managing employee cycles, and overseeing local projects (Barmuta & Grishchenko, 2020).
These aspects are essential for aligning HR strategies with organizational goals.

In the context of project management, discusses the traditional focus on planning,
organizing, and controlling project activities to achieve specific goals, emphasizing efficiency
and effectiveness (Disterer, 2002). Additionally, the study underscores the shift towards
sustainable project management, considering success evaluation over the project and product
life cycle (Armenia et al., 2019). This approach aligns with the long-term perspective required
for IT implementation in HR management projects.

Moreover, the importance of HR practitioners in project-based organizations is
highlighted by , indicating their role in enabling effective teams and management development
within project-based structures (Clark & Colling, 2005). This underscores the need for HR
professionals to support project teams in achieving project objectives.

In summary, effective project planning and management in IT implementation within
HR management require a strategic alignment between HR functions and organizational goals,
emphasizing the role of HR as a business partner, the traditional project management
principles, and the evolving landscape towards sustainable project management practices.

Technology suitability to organizational needs
In implementing Information Technology (IT) in Human Resource (HR) management, it

is crucial to align technology with organizational needs to ensure successful outcomes. The
integration of technology in HR practices can enhance efficiency, decision-making, and overall
organizational performance. Leveraging technology such as Artificial Intelligence (AI), Machine
Learning, Talent Analytics, and Automation can streamline HR processes, support remote work
arrangements, and contribute to developing a tech-savvy organizational culture (Saxena et al.,
2021). Furthermore, the adoption of Industry 4.0 technologies like Internet-of-Things, Big Data,
and artificial intelligence can automate HR processes, leading to leaner and more efficient HR
teams (Sivathanu & Pillai, 2018).

Research emphasizes the importance of considering both content and implementation
processes when incorporating IT in HR management (Hartog et al., 2012). Line managers play a
critical role in facilitating the connection between HR practices and organizational outcomes,
highlighting the need for a comprehensive understanding of their involvement in HRM (Kehoe
& Han, 2020). Effective HRM implementation is influenced by factors such as organizational
support, autonomous motivation, and coworker support, underscoring the significance of
managerial and peer backing in technology integration (Beeck et al., 2018).

Moreover, the use of technology and talent analytics in talent management can
significantly impact organizational performance by providing real-time data on employees and
enabling strategic decision-making in HR functions (Pillai, 2019). The implementation of HR
practices through technology can lead to increased employee satisfaction, productivity, and
sustainable employability, showcasing the positive outcomes of aligning technology with HR
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needs (Ybema et al., 2017).
In conclusion, the successful integration of IT in HR management requires a strategic

approach that considers organizational requirements, managerial involvement, and the
effective utilization of technology to drive HR functions. By leveraging advanced technologies
and analytics, organizations can enhance HR processes, improve decision-making, and
ultimately achieve better organizational performance.

Adequate IT infrastructure
In the context of implementing IT infrastructure in HR management, it is crucial to

consider various factors that can influence the success of such initiatives. Research emphasizes
the importance of line managers in the implementation of HR practices (Purcell & Hutchinson,
2006). Line managers play a significant role in facilitating the causal chain that connects HR
practices with desired outcomes for both employees and organizations (Kehoe & Han, 2020).
Their involvement, often referred to as "HR devolution," has been recognized as essential for
enhancing employee commitment and overall organizational performance (Beeck et al., 2018).

Moreover, the readiness of human resources, quality facilities, and infrastructure are
vital stages in managing Learning Management Systems (LMS) (Burham et al., 2023). Adequate
facilities and infrastructure, including hardware, internet access, and web-hosting, are crucial
supporting factors for successful LMS implementation. Conversely, limitations in infrastructure,
such as limited internet access and server issues, can act as inhibiting factors (Burham et al.,
2023).

Additionally, the commitment of HR managers to HR practices is essential for their
successful implementation (Oh et al., 2015). HR managers' dedication ensures the proper
execution of HR practices, which is crucial for achieving success in HR initiatives. Furthermore,
the quality of HR practices has been linked to higher satisfaction with employee employability
and increased organizational productivity (Ybema et al., 2017).

In conclusion, the successful implementation of IT infrastructure in HR management
requires the active involvement of line managers, adequate facilities and infrastructure, and
the commitment of HR managers to HR practices. By addressing these key factors,
organizations can enhance the effectiveness of their IT implementation in HR management.

Employee education and training

Employee education and training are essential for the successful implementation of
Information Technology (IT) in Human Resources (HR) management. Front-line managers are
increasingly responsible for implementing HR practices, a role that has been overlooked in
research on the relationship between HRM and organizational performance (Purcell &
Hutchinson, 2006). Studies have demonstrated that HR departments utilize non-coercive
strategies, such as rational persuasion, to convince front-line managers of the advantages of
implementing HRM, resulting in enhanced business outcomes (Kurdi-Nakra & Pak, 2022).
Various training methods in HR management, including e-learning, job rotation,
cross-functional teams, and performance management, have been identified as effective in
cultivating sustainable public service administration skills (Muhani, 2023).

Line managers significantly contribute to HRM implementation by articulating HR
messages, modeling roles, reinforcing behavior expectations, and evaluating employee
comprehension of HR messages (Guest et al., 2020). The execution of HR practices by line
managers has been shown to mediate the connection between HR strength, employee HR
attributions, and organizational performance (Katou et al., 2020). Moreover, the HR
department's support in enabling line managers to effectively implement HR practices is
fundamental to achieving overall HRM effectiveness (Trullén et al., 2016).

Effective communication and satisfaction with HR practices have been associated with
perceived performance, underscoring the importance of managers' perceptions of HR practices
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in influencing employee viewpoints (Hartog et al., 2012). Additionally, discrepancies between
intended and executed HRM practices can be attributed to factors such as line managers'
inadequate training, lack of interest, work overload, and conflicts between HR and line
managers (Piening et al., 2014). Aligning HR systems with the advancements of Industrial Era
4.0 involves providing education, training, and establishing HR systems that align with the
technological progress of the era (Styawati & Gorda, 2020).

In conclusion, the references offer valuable insights into the significance of employee
education and training in IT implementation within HR management. Front-line managers, line
managers, and effective communication all play critical roles in the successful implementation
of HR practices, ultimately impacting organizational performance.

Change management and communication
In the realm of IT implementation in HR management, effective change management

and communication are crucial for ensuring successful outcomes. Communication about HR
practices must be internally consistent with other organizational communications to maximize
effectiveness (Walk et al., 2021). Implementing appropriate communication strategies can
enhance the internal consistency of HR practices, leading to coherent messaging about
implemented practices (García-Carbonell et al., 2018). Furthermore, clear and consistent
communication of HR messages by HR and top managers can improve the effectiveness of HR
implementation (Kurdi-Nakra & Pak, 2022).

Research has shown that HR practices related to culture, leadership, cross-functional
integration, training, communication, and technology positively influence employee
perception, reduce resistance, and increase commitment to change (Maheshwari & Vohra,
2015). Line managers are key players in facilitating the implementation of HR practices, and
their involvement is essential for the successful execution of HR strategies (Kehoe & Han,
2020). Effective communication and collaboration between HR and line managers are vital for
aligning HR practices with organizational goals and ensuring successful implementation
(McDermott et al., 2015).

Poor change management practices can undermine HR development by increasing
resistance to new HR strategies (Aziri, 2019). To address this, organizations need to pay explicit
attention to the nature of day-to-day activities and interactions involved in the implementation
of HRM by line managers (Tyskbo, 2020). Additionally, involving HR in internal branding
projects can help employees better understand the brand and their role in enhancing the brand
promise (Aurand et al., 2005).

In conclusion, effective change management and communication are essential
components of successful IT implementation in HR management. By ensuring internal
consistency in communication, involving key stakeholders like line managers, and aligning HR
practices with organizational goals, companies can enhance the effectiveness of HR strategies
and drive successful outcomes.
Measurement and evaluation

Measurement and evaluation are essential components for the successful
implementation of Information Technology (IT) in Human Resource (HR) management. Various
studies have highlighted the importance of assessing HR practices and their implementation by
line managers to achieve positive outcomes. Guest & Conway (2011) stress the significance of
measuring the effectiveness of HR practices and their implementation, indicating that this is
more crucial for organizational outcomes than merely having HR practices in place.
Additionally, Trullén et al. (2016) emphasize that the implementation of HR practices is
fundamental for overall HRM effectiveness, emphasizing the necessity of evaluating the
performance of HR departments in executing these practices.

Line managers play a pivotal role in the implementation of HR practices, and their
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involvement is crucial for successful outcomes. Rodríguez-Sánchez et al. (2018) discuss the
success factors of HR management in international mergers and acquisitions, highlighting the
importance of human resource provision and evaluation by line managers during the
implementation stage. Furthermore, Vermeeren (2014) underscores the variability in HRM
implementation among line managers and its impact on performance, suggesting that how HR
practices are implemented by line managers can influence employees' perceptions of HRM and
unit performance.

Moreover, Özçelik & Uyargil (2015) emphasize that effective implementation of HR
practices is essential for successful employee management and improved firm performance.
This underscores the importance of measuring the effectiveness of HR practices implemented
by line managers to ensure positive organizational outcomes.

In conclusion, the measurement and evaluation of HR practices' implementation by
line managers in IT implementation within HR management are crucial for achieving successful
outcomes and improving organizational performance. By assessing the effectiveness of HR
practices and their implementation, organizations can enhance their HRM effectiveness and
overall performance.

Conclusions

In conclusion, the integration of Information Technology (IT) in Human Resources (HR)
management is pivotal for enhancing organizational efficiency, communication, and overall
effectiveness. The success of IT implementation in HR management hinges upon several key
factors identified in our discussion.

Firstly, leadership and management support play a crucial role in driving successful IT
implementation within HR management. Consolidated leadership and effective control of the
implementation process are particularly vital during international mergers and acquisitions,
ensuring smooth transitions and alignment with organizational goals.

Additionally, organizational support, autonomous motivation, and coworker support
are imperative for determining the effectiveness of HRM implementation. Line managers, in
particular, play a pivotal role in facilitating HR practice implementation, which directly impacts
employee satisfaction, retention, and performance.

Furthermore, aligning technology with organizational needs and ensuring adequate IT
infrastructure are essential for successful IT implementation in HR management. Advanced
technologies and analytics can significantly enhance HR processes and decision-making, while
the readiness of human resources and quality infrastructure are crucial for managing Learning
Management Systems and other HR tools effectively.

Moreover, employee education and training are paramount for successful IT
implementation in HR management. Front-line managers' involvement in implementing HR
practices is critical, and proper training methods can cultivate sustainable public service
administration skills, enhancing overall organizational performance.

Change management and effective communication are also fundamental aspects of
successful IT implementation in HR management. Consistent communication about HR
practices, along with involving line managers in executing HR strategies, helps mitigate
resistance to change and ensures alignment with organizational objectives.

Finally, measurement and evaluation are essential for assessing the effectiveness of HR
practices and their impact on organizational outcomes. By evaluating HR practices
implemented by line managers and measuring their effectiveness, organizations can ensure
positive organizational outcomes and improved firm performance.

In essence, the successful implementation of IT in HR management requires a
comprehensive approach that considers leadership support, organizational alignment,
technological infrastructure, employee education, change management, and continuous
evaluation. By addressing these factors, organizations can optimize their HR processes,
enhance employee satisfaction, and ultimately achieve their strategic objectives.
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