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1. Introduction

The Fourth Industrial Revolution (4IR) and Fifth Industrial Revolution (5IR) are trans-
forming work, workplaces, skills, and careers globally (Kolade & Owoseni, 2022). For
instance, Dhakal (2025) contends that the 4IR has fundamentally changed the nature of
work and workplaces and posits that the “5IR builds on 4IR, driven by opportunities for
collaborative and cooperative synergies between humans and technologies, where work,
workers, and workplaces contribute to improving the economy, environment, and soci-
ety” (p. 2). Although emerging technologies either displace or augment jobs, generating
new skills and creating additional employment opportunities, the speed of technological
innovations and their rapid spread have been felt globally, across all sectors and industries.
Consequently, it has generated discussion around the future of work and the distribution
of benefits and costs associated with the transformation process. What is clear is that
these emerging technologies are disruptive and require proactive human resource manage-
ment (HRM) intervention programs to manage change and the impact on the workforce
(Nankervis et al., 2021). Technological disruptions have already had an impact on profes-
sions and training, with Artificial Intelligence (AI) applications performing tasks associated
with a multitude of professions (Cascio & Montealegre, 2016; Murire, 2024). For example,
this disruption has spread to HRM processes, with Al and other advanced decision-making
tools increasingly replacing HRM practices and protocols (Vrontis et al., 2023).

A range of emerging digital technologies and their applications to the nature of work
and workplace operations were crucial in supporting jobs and industry throughout the
global COVID-19 crisis (Vargo et al., 2021). Distance working, especially working from
home, accommodated the social isolation restrictions imposed as a response to the pan-
demic. This experience was instructive in demonstrating that while technology can disrupt
traditional jobs and working patterns, it can also support jobs and organisations. At the
same time, the experience raised issues related to privacy, algorithmic controls, loneliness,
surveillance, and conflicts between work and family. Since the pandemic, there has been an
ongoing debate, and in many cases, directives have been issued to return workers to a cen-
tral workplace (Gibson et al., 2023). Claims have been made that remote working reduces
teamworking, dilutes organisational identification, and undermines managerial control
(Whillans et al., 2021). It is in this context that HRM-related innovations and practices in a
digital age were the focus of this Special Issue (SI).

2. The Purpose of the SI

The purpose of this Sl is to provide a forum that allows scholars to examine how new
and emerging technologies are impacting jobs, skills, careers, and HRM processes as well
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as practices. The call for papers specified a range of potential topics to be examined. These
included the following:

e  C(ritical strategies for managing human resources in the context of digitalisation at the
national, organisational, and individual levels.

e  Emerging digital challenges associated with staffing, job design, learning and develop-
ment, performance management, remuneration management, and career development.

e  Ethical issues surrounding the use of digital technologies, such as biases, disruption,
and the technological divide in terms of access and skills.

e  Impacts on HRM professional practice, including examples or case studies of successful
and unsuccessful interventions.

e  Perceived benefits of increased HRM efficiency and effectiveness in developed, devel-
oping, or emerging economies.

e  Graduate employability challenges, such as planning for the future workforce with
new jobs and new skills.

e  Possible replacement or redundancy of HRM professionals through digital displacement.

3. The Content of the Special Issue

From the five papers included in this SI, a broad range of issues is examined, including
teleworking, Al applications in HR recruitment, HR responses to disruptive technological
change, and employee responses to technological change. These five papers employed a
variety of methods, including systematic literature reviews, surveys, documentary analysis,
and semi-structured in-depth interviews. These papers report research findings from
various countries across multiple industries: Australia (local government and SMEs),
Indonesia (SMEs), and Austria (large companies).

Aluko and Burgess (2025) investigate how regional local governments in Australia
are addressing the impact of 4IR and 5IR technologies on the workforce. The research
employed a qualitative approach, involving interviews with 24 senior managers, includ-
ing HR managers, from local government in four Australian states. The interviews were
supplemented by the analysis of documents from local governments outlining their work-
force management programs. Given financial constraints and a collective agreement that
supports workforce retention, Australian local governments are developing internal and
organisational solutions to manage the impact of emerging technologies on their workforces
and service delivery. The study demonstrates that institutional and contextual constraints
primarily drive strategic HRM programs (Cooke, 2018) and that service organisations with
limited resources, operating in tight labour markets, can, through innovative HR programs,
accommodate the disruption of ongoing technological applications to processes and work.
It also highlights the need for a longitudinal analysis that tracks specific digital disruptions
and their ongoing impact on the workforce.

Cahyadi et al. (2024) investigate employee resistance and acceptance of technological
change in South Sumatra, Indonesia. A quantitative study involving a survey of 322 em-
ployees from small and medium enterprises (SMEs) was conducted. Within Indonesia,
SMEs are significant drivers of growth and employment. The study’s context was the
disruption of businesses and jobs caused by the COVID-19 pandemic, and the subsequent
introduction of new technologies within the SMEs sector. Structural equation modelling
was employed to investigate the mediating role of employee technology adaptation in the
relationship between high-involvement HRM practices and employee resilience. Despite
resource constraints within the SMEs sector, the article suggests that high-involvement
employee processes support employee engagement and resilience, both of which are crucial
for organisational success and navigating the effects of technological disruption effectively.
Employee resilience is crucial for organisations to effectively address the pressures, anx-
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ieties, and stress associated with technological disruption and crises, such as COVID-19
(Arokiasamy & Krishnaswamy, 2021), reinforcing the importance of organisations assisting
employees in engaging with ongoing technological change (Kee & Rubel, 2021). The article
also suggests that future studies could expand on the current findings and investigate
industry-specific variations and the longitudinal impacts of digital disruptions across
diverse geographical settings.

Almeida et al. (2024) undertake a systematic literature review of 136 articles on
teleworking published between 2016 and 2023. This period encompasses both the pre- and
post-COVID-19 experiences of teleworking. Through the advances associated with the
4IR and 5IR, the application of technologies supported by the internet and mobile phones
enables mobile working and remote working from a central office. For the analysis of the
literature, the study applied the antecedents, decisions, and outcomes (ADO) framework
to develop an understanding of the factors influencing decisions and their subsequent
outcomes, fostering deeper insights into the underlying mechanisms at play (Paul & Benito,
2018). The evidence suggests that over the past decade, a growing number of workers have
been working in remote locations. The study mapped the existing literature on teleworking
and examined the associated issues, identifying gaps in the research. The key findings of
the literature analysis were that the impact of teleworking is conditional on the context
and circumstances, demonstrating that it could address public policy and crisis during
and after the COVID-19 pandemic. The article argues that future studies should explore
organisational strategies to support teleworkers with dependents, as well as resourcing
employees to contribute to a calmer and remote work environment.

Malin et al. (2023) examine the application of Al to recruitment by HR professionals.
Through semi-structured interviews with 24 HR professionals across 21 companies of
different sizes in Austria, they examine the barriers to Al adoption for recruitment, the
experiences in using Al for recruitment, and the reasons for non-adoption of Al Potential
reasons for non-adoption include the likely substitution of HR professionals by Al ethical
and privacy concerns, and the costs associated with implementation. The findings suggest
that in many cases, HR professionals have a limited understanding of and experience with
Al and this uncertainty contributes to the non-adoption of Al Based on the findings, the
authors suggest that the limited application of Al in recruiting can be addressed through
awareness campaigns within the HR profession and accredited training programs that
focus on the practical application of Al In addition, the paper encourages researchers to
observe the ongoing development of Al and investigate whether and how the beliefs of HR
professionals change over time, concluding with an examination of the perceived use cases
and barriers.

Shahiduzzaman (2025) presents a systematic analysis of 190 journal articles published
between 2017 and 2024. The purpose is to examine the conditions that support digital
maturity in HRM, where digital maturity refers to the long-term process of transitioning
from one digital stage to the next. It is the process of adaptability and learning within the
organisation to accommodate digital technologies and, in turn, prepare for potential crises
(Rader, 2019). The findings highlight the multiple dimensions of HR digital maturity and
the challenges associated with realising its benefits. The findings suggest that organisations
should develop active HR strategies, improved governance systems, and crisis manage-
ment processes. The analysis highlights the need for future research to focus on talent
management, stakeholder engagement, HR practitioner competencies, and workplace
safety in conjunction with an inclusive technology execution framework in HRM.
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4. Further Research

This diverse collection offers potential for further research. As technology evolves
and is further integrated into organisations and work, there is scope for case studies of
processes of accommodation and implementation, as well as their impact across all HR
functions, from recruitment to retention. National, sectoral, and organisational case studies
can inform theory, practice, and policy (Trocin et al., 2021). Several of the identified topics
were not addressed in the SI. These include the impact of new technology on graduate
employability and comparative analysis across countries, industries, and occupations, as
well as the ethical challenges for HRM that arise from the application of Al to traditional HR
functions. Research will continue to evolve, generating an extensive database of published
information (refereed and grey literature) that will require systematic organisation and
analysis to inform future research. Further studies on how technology, especially Al is
impacting workers, work, and workplaces are warranted in the context of the future of work,
and the broader research questions could include, but are not limited to, the following:

e How is the training and accreditation of HRM professionals evolving to keep pace
with technological advancements?

e  How will multigenerational workplaces and workforces evolve during the transition
from the 4IR to the 5IR?

e Is Al augmenting and supporting HRM, or is it replacing HRM professionals?

e To what extent can the green or sustainable HRM in the 5IR era advance the 2030
agenda and beyond?

e  What is the impact of technology-driven processes on work, skills, credentials, pay,
benefits, and careers?

Conflicts of Interest: The authors declare no conflict of interest.
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