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Abstract

Purpose — In this study, the current author explores how Human Resource Management (HRM) is changing in the
context of the Fourth Industrial Revolution (4IR). Understanding the distinctive features of HRM in this day is
crucial, given how rapidly industries are changing due to technology.

Research design, data, and methodology — This study adopts a thorough literature review methodology to pinpoint
and clarify these distinctive characteristics, advancing our understanding of the role of HRM in the modern world.
Regarding methodology, this study uses the PRISMA approach to systematically gather pertinent publications from
various sources that have undergone peer review.

Result — By carefully choosing and examining these studies, the present author was able to identify four crucial
HRM traits that are representative of the Fourth Industrial Revolution. The findings emphasizes how common
flexible work schedules are. Using data analytics to influence HRM decisions is increasingly important for
maximizing hiring, reviewing performance, and fostering organizational growth.

Conclusion — By recalibrating their HRM practices in the 4IR, businesses may encourage flexibility, innovation,
and employee well-being. This work makes a substantial contribution to both HRM theory and practice and our
comprehension of the transformative effects of the 4IR by filling a gap in the existing literature.
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1. Introduction

The Fourth Industrial Revolution (4IR) is a dilemma moment in human history, exemplified by the merging of
digital, biological, and physical technologies that will have extensive outcomes for many facets of our daily lives
(Adeghite & Adeosun, 2021). The repercussions of this revolution are seen in many facets of venture and society as
the boundaries between the physical, digital, and biological globes go on to dissolve. This introductory piece will help
readers better grasp the significant effects of the 4IR and the essential part that HRM plays in adapting to the new
realities it has made. The Fourth Industrial Revolution brought about tremendous changes that had repercussions
throughout society. Business models, operational patterns, and even the nature of the job are modified by innovative
technologies like Al, the 10T, blockchain, and advanced robotics (Budhwar et al., 2022). As Automation boosts
productivity and accuracy, it also concerns important issues about the future of employment and the dynamics of the
labor force (Ababneh, 2021). Concurrently, new modes of contact and communication have emerged due to the
widespread adoption of technology, shifting customer expectations, and posing new challenges to established business
methods.

HRM is crucial in today's fast-paced business environment. Human resource management (HRM) emerges as a
major component in adjusting to and capitalizing on the opportunities presented by this transformation as businesses
struggle to meet their demands (Kang, 2023). Human resource management (HRM) guides companies through today's
dynamic workplace challenges (Da Silva et al., 2022). Adaptive and strategic management of HR is vital to stimulate
innovation, guarantee worker well-being, and maintain the firm's competitive edge. HRM is also essential for creating
a healthy synergy between humans and machines, as it is the key to balancing technology integration with the
maintenance of human-centric values (Chaka, 2020). The study's overarching goal is to illuminate the unique HRM
features of the 4IR. This scrutiny aims to fill in the gaps in our knowledge of HRM’s contribution to organizational
success in the face of significant technology disruptions by exploring the intricacies of HRM's evolution and practices
in this period. This job seeks to address a significant knowledge gap by systematically reviewing the literature on
HRM in the context of the 4IR.

This scrutiny is categorized in a way that makes it possible to explore HRM in the context of the 4IR in a logical
fashion. In Chapter 2, the research will go deeper into the literature review that began in Chapter 1 to learn more about
the history of HRM and how its present patterns relate to the 4IR. The next chapter gives an overview of the
methodology used, detailing the thought processes behind the systematic selection and evaluation of scholarly papers.
In Chapter 4, the results are presented, and the unique features of HRM in the 4IR are unpacked. Chapter 5 explores
the findings' practical consequences, guiding HR professionals who wish to use the highlighted HRM qualities.
Chapter 6 concentrates on the research's limitations, while Chapter 7 recaps the scrutiny's findings. Therefore, this
scrutiny aims to investigate the complex relationship between HRM and the 4IR. This scrutiny contributes to a better
understanding of how firms may manage their human capital in the face of technology disruptions by surveying the
development of HRM in the modern period and outlining its distinctive traits. Later chapters elaborate on the scrutiny's
real-world outcomes and how they might affect the forthcoming of enterprises and society in the context of the 4IR's
revolutionary environment.

2. Literature Review

Since the advent of the 4IR, Human Resource Management (HRM) has seen profound changes, transitioning from
conventional to cutting-edge methods. This chapter provides an overview of HRM's development, defines the major
ideas of the 4IR, examines the literature on HRM's role and challenges in this setting, and pinpoints the research gap
that calls for further investigation into HRM's distinctive features within the 4IR. Human resource management used
to be solely concerned with personnel and administrative tasks, but it has since developed into a strategic business
partner. Payroll administration and regulatory compliance were the key focuses of conventional HR operations
(Dhanpat et al., 2020). However, HRM expanded to incorporate recruitment, training, performance management, and
employee engagement as firms realized the importance of their staff as a strategic asset. Contemporary human resource
management focuses on employee growth, strategic HR alignment with business objectives, and the promotion of a
constructive work environment (Ammirato et al., 2023; Guzak & Kang, 2018).

However, new models have emerged in HRM due to the 4IR, expounded by merging digital, physical, and
biological technology. The merging of automation and Al is a major assumption of this revolution, and it has led to a
rethinking of traditional occupational classes (Huynh et al., 2020). Automation has simplified mundane tasks, leading
to a change in the character of labor. Human resource management must focus on upskilling and reskilling employees
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as Al spreads throughout decision-making to provide them with the knowledge and abilities to thrive in a more
automated world. Data analytics and technology are also crucial ideas. Companies now have access to a wealth of
information that can shed light on employee habits, output, and motivation thanks to the Fourth Industrial Revolution
(41R). The HR department may make educated, data-driven decisions thanks to technological advancements. As a
result, HRM is undergoing a sea change, opening the door to a more nuanced appreciation of workers' wants and needs
and supporting the development of more nuanced approaches to talent management and employee engagement
(Harney & Alkhalaf, 2021). The epidemic greatly sped up the development of remote work and collaboration tools,
now an established part of the Fourth Industrial Revolution (Min et al., 2019). Today's HRM challenges include
coordinating the efforts of remote workers and making the most of digital collaboration apps. This change calls for
flexible rules and procedures that aid in remote workers' ability to communicate, collaborate, and have their
performance evaluated (Caruso, 2018).

In addition, Human-Centric Technology emphasizes how technology may be used to improve people's lives.
Emblematic of this philosophy are the wearable technologies and augmented reality tools that help workers learn new
skills and do their work more efficiently (Hoosain et al., 2020). Human resource management must use these tools to
improve employees' abilities, encourage lifelong education, and encourage a creative environment. HRM plays a
crucial role in helping businesses adapt to the revolutionary changes wrought by the 4IR (Lumineau et al., 2023).
While existing literature highlights the benefits of HRM in helping firms smoothly adjust to the 4IR, it also highlights
the obstacles that come along with this evolution. One of the biggest obstacles in the 4IR world is finding and keeping
good talent. Finding, recruiting, and keeping employees with the right abilities in today's ever-changing technology
environment is a major challenge for human resource management (Podgorodnichenko et al., 2020). Competition for
such talent has heated up as new technologies have altered the nature of many jobs. Therefore, HRM needs to
implement creative recruitment techniques that place equal value on technical expertise, adaptability, and a willingness
to learn new skills. Human resource management's importance in training and education is shown by the 4IR's focus
on constant technological evolution. The ever-evolving nature of technology makes it essential for workers to update
their knowledge and abilities regularly (Puhovichova & Jankelova, 2020). Human resource management includes
creating training programs that help employees learn new things. In addition, it is essential to encourage a culture of
learning within businesses so that workers can proactively work to improve their abilities and keep up with
developments in their fields (Mahmood & Mubarik, 2020).

Another facet of HRM's development in the 4IR age is the increased emphasis on data-driven decision-making.
The wealth of information about the workforce allows for an unprecedented understanding of employee behavior,
productivity, and motivation (Varma & Dutta, 2023). More data-driven techniques in human resource management
permit better judgment calls across various HR functions, from recruitment to performance reviews to employee
engagement initiatives. Human resource professionals will need data analytics skills and strong collaboration with
data experts to make the most of this shift and increase the efficiency of their organizations. Nevertheless, human
resource management must adjust to the difficulty of managing more mobile workers due to the rise of flexible job
arrangements such as telecommuting and project-based jobs. Traditional HR ethics and codes will need to change to
keep worker involvement, productivity, and performance at a high level in the face of the challenges posed by flexible
job designs (Yalenios & d'Armagnac, 2023). To achieve these institutions must develop flexible HR rules, implement
efficient communication means, and equip remote workers with the resources to work together effectively.

A study gap appears around the precise traits HRM must cultivate for maximum success in this century, even
though existing literature recognizes the problems and adjustments HRM experiences within the 4IR. There is a need
for clearly defined HRM traits because of the constant change in the workplace, the blending of new technology, and
rising employee expectations. To fill this knowledge gap, researchers need to identify and investigate HRM strategies
and methods that are fully compatible with the unique requirements of the 4IR. Such investigation is essential for
businesses that want to survive and thrive in this technologically advanced day.

3. Methodology

In this chapter, the current research explains how the research used the Preferred Reporting Items for Systematic
Reviews and Meta-Analyses (PRISMA) guidelines to find and organize the most relevant papers to our topic (Nguyen
etal., 2022; Kim & Kang, 2022; Moher et al., 2010). In addition, it explains the evaluation standards used to choose
scholarly publications, highlighting how well they mesh with the study's aims. This method is well-praised for being
both organized and transparent (Knobloch et al., 2011). This systematic approach involves separate phases, the first
identifying sources across electronic databases and other routes (Mulrow, 1994). After that, a thorough screening
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procedure began, during which titles, abstracts, and complete texts were examined carefully against specific inclusion
and exclusion criteria. By strictly following the PRISMA guidelines, the author reduced the chances of bias and
fostered an objective foundation for the current study. Because of their intrinsic reliability and rigor, peer-reviewed
journals were prioritized during the study selection process. Publications that go through the peer review process are
guaranteed to feature high-quality research. This fits perfectly with the study's aims to clarify HRM's function in the
41R (Roblek et al., 2020). Using sources examined by other researchers helps ensure that no false claims or
interpretations were made in the study (Phommahaxay et al., 2019; Zhang et al., 2021).

As an added note, the scrutiny aims must align with the peer-reviewed journals used. Human resource management
(HRM) will be distressed by the Fourth Industrial Revolution, so a valid scholarly basis that can give reliable insights
is essential. Publishing in peer-reviewed journals supports getting the word out about what's been proven to work in
the field. By drawing on these journals' content, the author can add depth to our knowledge of HRM's transformations
in the 4IR setting. However, relevance, timeliness of publication, and the journal's standing as an authoritative source
were all considered when choosing which peer-reviewed journals to feature. The sources were selected because they
provided useful information about HRM in the 4IR. The research was kept up-to-date by including new articles, which
captured the most recent viewpoints on the ever-changing HRM field. Finally, the credibility of the journals was used
as a yardstick of the sources' academic rigor and status in the field, providing additional assurance of the sources'
scholarly credibility.

Therefore, this final chapter provides a detailed explanation of the study technique used based on the PRISMA
framework for systematic reviews. The research goals are met with an emphasis on peer-reviewed publications, which
provides academic credibility and ensures the study's conclusions are unbiased. Using these careful approaches, this
study sets out on a sound and plausible path toward elucidating the unique features of HRM within the context of the
41R
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Figure 1: Selection of List of Research Subjects and Research Process
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4. Result

HRM faces new problems and opportunities due to the 4IR. This section will examine the four main aspects of
HRM's transformation within the 4IR context. Each feature draws attention to the fundamental HRM shifts and new
approaches required to traverse the technological revolution successfully.

4.1. Agile Workforce and Remote Collaboration

The 4IR has ushered in a sea change like work, emphasizing developing a highly flexible and adaptable workforce.
Remote work has become increasingly common in recent years, a trend that the global epidemic has only served to
hasten. Human resource management (HRM) is increasingly important as firms embrace remote collaboration as a
basic aspect of operations (Pereira et al., 2020; Kang & Lee, 2021). In light of this radical change, HRM plays a critical
role in facilitating the establishment of a flexible workforce (Breu et al., 2002). HRM must adjust rigid policies to
accommodate the streamlined implementation of remote collaboration. This requires developing flexible HR policies
that consider remote work arrangements, including concerns like work hours, communication protocols, and metrics
for judging employee performance (Holland et al., 2022). In addition, encouraging productive remote collaboration
requires using high-quality communication tools. Human resource management has embraced innovative digital tools
that facilitate global teamwork by facilitating real-time communication, virtual meetings, and collaboration (Manesh
etal., 2020).

Human resource management (HRM) takes on the essential role, beyond structural adjustments, of cultivating a
culture that prospers within a remote work environment. This requires developing a commitment to responsibility and
getting things done, wherever you may be (Morrar et al., 2017). Human resource management acts as a compass,
steering the ship toward a culture that values hard work, clear objectives, and open lines of communication. HRM
allows for strong interpersonal bonds to be formed despite physical distance by offering rules for virtual team-building
activities and encouraging regular check-ins (Nankervis et al., 2021).

4.2. Skills Development and Continuous Learning.

In the middle of the revolutionary currents of the 4IR, skill improvement broke free of its previous limitations and
became an indispensable way of skill development. Continuous learning is crucial for individuals and enterprises in
this age of ever-evolving technology. HRM plays a critical role in this setting by designing training forums that equip
workers with the knowledge and abilities they require to prosper in the modern workplace (Rymarczyk, 2020). Human
resource management's requirement to provide skills development methods that enable workers to remain adaptive is
central to this transformation. Human resource management creates flexible training programs that are up-to-date and
adaptable to the ever-shifting technology landscape (Schultz, 2021). The addition of e-learning platforms strengthens
HRM initiatives by giving workers easy access to relevant training materials. These resources give a variety of formats,
from webinars to internet courses, to accommodate a wide range of learners and their preferred techniques of
instruction.

Promoting a conducive environment for learning is one of HRM's chief responsibilities. HRM promotes an open
outlook to change and growth, creating a setting where workers value education as essential to their careers. Thorough
assessments reveal skill gaps, allowing HRM to direct training toward individual needs (Shehata et al., 2021). In
addition, HRM works with other divisions to ensure that employees' skill development aligns with the firm's
overarching objectives and the changing requirements of the 4IR. Human resource management aids in the
development of more than just knowledge. It involves using and adapting knowledge in real-world contexts. Human
resource management prepares workers to apply their abilities in various settings through focused workshops, on-the-
spot simulations, and project-based learning (Sherehiy et al., 2007). Employees are better able to make substantial
contributions to the company's success and keep up with the ever-changing technology landscape as a result of this
empowerment.

4.3. Data-Driven Decision Making in HRM

With the advent of the 4IR, data has become increasingly important as a basis for making decisions in many fields,
HRM included. As a result of the 4IR, HR departments have been forced to change, and HR experts are now using
data analytics to improve all areas of the HR field (Dash et al., 2019). Data-driven decisions can affect a wide variety
of HR processes. Regarding talent acquisition, HRM may use data-driven insights to determine the best channels for
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sourcing candidates, evaluate their qualifications, and foresee any attrition risks (Ellitan, 2020). This carries over into
the performance review process, where data-driven evaluations provide a more precise and in-depth understanding of
an employee's accomplishments and reveal opportunities for improvement.

In addition, data analytics supports employee engagement initiatives by elucidating patterns and trends that affect
employee contentment and dedication (Nyagadza et al., 2022). HRM can use this information to create a more
productive and enthusiastic workforce by targeting engagement methods to employees' needs and preferences (Lestari
& Santoso, 2019). The use of data can also improve workforce planning. Strategic planning and dealing with
unexpected personnel shortages or surpluses benefit from accurate predictive analytics, which helps foresee future
workforce requirements. HR knowledge and data analytics prowess must merge to embrace data-driven HRM fully.
Human resources experts must hone their data analysis skills, trend identification, and formulate concrete policies and
procedures (Li et al., 2022). The revolutionary potential of the 4IR is highlighted by this dichotomy, highlighting the
need for HR professionals to broaden their skill sets to traverse the new landscape successfully.

4.4. Human-Centric Technology Integration

The 4IR is driving the widespread use of technology across all sectors of the economy, and with this comes a
newfound focus on human-centric technologies that improve workers' skills. This revolutionary change incorporates
a wide range of new technologies intending to improve education, training, and the general happiness of workers
(Martinelli et al., 2021). Examples of such human-centered integration are wearable devices. Thanks to wearable
technology like smartwatches and activity trackers, employees can now track their health, measure their productivity,
and get immediate feedback. Opportunities for education and growth are expanded in the era of augmented reality
tools (Wan & Leirmo, 2023). When combined with individualized applications, augmented reality's immersive
learning experiences promote practical learning and speed up skills acquisition while accommodating learners' unique
requirements and preferences.

Human Resource Management (HRM) plays a pivotal strategic function at the center of this amalgamation. Human

resource management should expertly adopt and incorporate new technologies throughout the company (Rotatori et
al., 2021). Strategic deployment guarantees these tools integrate naturally into the workplace, creating a mutually
beneficial partnership between humans and machines. Human resource management must consider risks like data
leakage, unethical decisions, and employee burnout due to technology (Patd et al., 2022).
HRM must facilitate the coordinated application of human-centered technology to strike this equilibrium. Human
resource management (HRM) promotes a learning and wellness culture within a business. Human resource
management also helps ensure these technologies are used ethically and responsibly by providing clear rules,
regulations, and processes (Philbeck & Davis, 2018).
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Figure 2: Changed HRM in the Context of the 4IR
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5. Discussion

HRM techniques must be strategically realigned to adapt to the new environment by the 4IR. This chapter goes into
the real-world consequences of the discovered HRM characteristics within the 4IR environment and provides
practitioners with concise advice for utilizing these qualities in their HRM approaches. Companies need flexible
policies that allow employees to work from anywhere to keep up with the growing trend of remote work and agile
workforces. Effective virtual communication tools with regulations that give workers flexible schedules should be
used. Increasing remote team cohesion and individual output through regular check-ins and clear performance metrics.
These actions collectively create a setting where employees can succeed despite being located in different parts of the
world. Organizations can maximize team dynamics and productivity across geographic distances by adopting this
strategic approach to remote collaboration.

However, practitioners must incorporate e-learning platforms and targeted training programs to respond to the
demand for skill development and continuous learning. Creating a work environment that values continuous learning
and development can boost employee participation. Skill gaps can be efficiently closed with the help of personalized
learning paths tailored to the needs of the individual and the organization. Employees are more likely to
enthusiastically embrace learning opportunities when their efforts to do so are rewarded. By using these tactics,
organizations can improve employee skills and ensure that training aligns with overall business goals.

The importance of data has increased the need for Data-Driven Decision Making in Human Resource Management.
By helping HR professionals learn data analytics, practitioners are crucial in closing the knowledge gap between HR
and data interpretation. Businesses can help this cause by compiling employee insights in a single data repository.
This database serves as a map, pointing HR professionals in the right direction as they make choices across various
areas, from targeted recruitment to employee engagement. By implementing such data-driven processes, businesses
may maximize HR functions and boost overall performance by capitalizing on the power of data-informed decision-
making.

Human-centric technological integration calls for a careful balancing act between new ideas and the well-being of
workers. Practitioners must develop a system that prioritizes the responsible application of technology and the
protection of personal information. To make sure that technical implementations are in line with staff wishes, regular
feedback mechanisms must be put in place. Organizations create a culture where technology enhances human potential
rather than replaces it by prioritizing employee well-being and taking preventative measures against technology-
induced burnout. With this check in place, the author can rest assured that technological advancements will not only
enhance productivity but also protect the well-being of the workforce as a whole, paving the way for more peaceful
and fruitful coexistence between humans and machines.

While this scrutiny aims to shed light on HRM within the 4IR, it is crucial to note that some caveats should be
considered. First, there is a regulation on how much of the literature was read. The vast scope of the 4IR environment
means that it is only possible to include some important studies despite our best efforts. This could lead to a more-
than-holistic understanding of the topic. The selection of studies may be biased, which is another restriction. Although
rigorous inclusion and exclusion criteria were used, there may have been some room for subjectivity in the final study
selection. Although efforts were made to avoid this potential bias through systematic and transparent approaches, the
breadth and depth of the insights presented within this research may have been accidentally affected. Another area for
improvement in staying current in the 4IR is its dynamic nature. The findings and conclusions of this investigation
may be modified or updated as technology develops. This malleability in time emphasizes the ever-changing nature
of the studied area. Additionally, while every effort was made to generalize the results, HRM adaptations within
different industries, company sizes, and geographic locations may show some heterogeneity not recorded in this study.
It is also vital to note that outcomes may not apply across categories or areas with varying degrees of technological
advancement or resources available.

Therefore, it should be noted that this scrutiny has its challenges. Some of these are the breadth of the reviewed
literature, the possibility of prejudice in the selection of studies, the liquidity of the 4IR, and the limits to applicability.
By recognizing these restrictions, the author was reminded of the complex setting in which this study was conducted,
and the author lays the groundwork for other studies that will expand and deepen our understanding of HRM's place
in the dynamic Fourth Industrial Revolution environment.

This scrutiny has shed light on important factors influencing the future of HRM in the wake of the 4IR. The primary
results highlight four distinguishing characteristics that necessitate strategic adaptations from HRM: Agile Workforce
and Remote Collaboration, Skill Development and Continuous Learning, Data-Driven Decision Making, and Human-
Centric Technological Integration. The ramifications for HR are huge. To adapt to the 4IR, businesses must train their
employees to work effectively together remotely using effective communication and collaboration tools. Human
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resource management solutions increasingly focus on lifelong learning and skill improvement, necessitating tailored
education and reward systems. Human resources (HR) knowledge and data analytics must be harmonized, as data's
prominence necessitates data-driven decision-making abilities. HRM steers the ethical application of technology to
increase human potential, which is essential for the successful integration of human-centric technology.

This research fills a gap in the literature by providing a comprehensive analysis of HRM's modifications for the 4IR.
This study defines key traits and their implications to help HR professionals and academics make the most of the
opportunities and overcome the threats posed by the current technology revolution. This analysis of findings highlights
the complex relationship between HRM practices and technology progress, illuminating hitherto uncharted areas and
inspiring the development of new HRM paradigms.

Possible avenues of inquiry emerged as this research looks into the future. The ramifications of HRM in the 4IR
across different businesses can be gleaned from additional research. Understanding global dynamics can be improved
by researching cultural differences in HRM adjustments made within the 4IR. Investigating the moral dilemmas when
combining data and technology could yield interesting results. Therefore, this investigation sheds light on the
development of HRM across the context of the 4IR. HRM has become increasingly important in this age due to the
recognized traits and their ramifications.

References

Ababneh, O. M. A. (2021). How do green HRM practices affect employees’ green behaviors? The role of employee engagement
and personality attributes. Journal of Environmental Planning and Management, 64(7), 1204-1226.

Adegbite, W. M., & Adeosun, O. T. (2021). Fourth industrial revolution skillsets and employability readiness for future job. Global
Journal of Social Sciences Studies, 7(1), 35-49.

Ammirato, S., Felicetti, A. M., Linzalone, R., Corvello, V., & Kumar, S. (2023). Still our most important asset: A systematic review
on human resource management in the midst of the fourth industrial revolution. Journal of Innovation & Knowledge, 8(3),
100403.

Budhwar, P., Malik, A., De Silva, M. T., & Thevisuthan, P. (2022). Artificial intelligence—challenges and opportunities for
international HRM: a review and research agenda. The International Journal of Human Resource Management, 33(6), 1065-
1097.

Caruso, L. (2018). Digital innovation and the fourth industrial revolution: epochal social changes?. Ai & Society, 33(3), 379-392.

Chaka, C. (2020). Skills, competencies and literacies attributed to 4IR/Industry 4.0: Scoping review. IFLA journal, 46(4), 369-399.

Da Silva, L. B. P., Soltovski, R., Pontes, J., Treinta, F. T., Leitdo, P., Mosconi, E., ... & Yoshino, R. T. (2022). Human resources
management 4.0: Literature review and trends. Computers & Industrial Engineering, 168(June), 108111.

Dash, D., Faroog, R., Panda, J. S., & Sandhyavani, K. V. (2019). Internet of Things (loT): The New Paradigm of HRM and Skill
Development in the Fourth Industrial Revolution (Industry 4.0). IUP Journal of Information Technology, 15(4), 7-30.

Dhanpat, N., Buthelezi, Z. P., Joe, M. R., Maphela, T. V., & Shongwe, N. (2020). Industry 4.0: The role of human resource
professionals. SA Journal of Human Resource Management, 18(1), 1-11.

Ellitan, L. (2020). Competing in the era of industrial revolution 4.0 and society 5.0. Jurnal Maksipreneur: Manajemen, Koperasi,
dan Entrepreneurship, 10(1), 1-12.

Guzak, J. R., & Kang, E. (2018). Culture, Competencies and Compensation: A Framework for Pay for Performance Incentives.
American Journal of Management, 18(4), 33-48.

Harney, B., & Alkhalaf, H. (2021). A quarter-century review of HRM in small and medium-sized enterprises: Capturing what we
know, exploring where we need to go. Human Resource Management, 60(1), 5-29.

Holland, P., Dowling, P., & Brewster, C. (2022). HRM and the smart and dark side of technology. Asia Pacific Journal of Human
Resources, 60(1), 62-78.

Huynh, T. L. D., Hille, E., & Nasir, M. A. (2020). Diversification in the age of the 4th industrial revolution: The role of artificial
intelligence, green bonds and cryptocurrencies. Technological Forecasting and Social Change, 159(October), 120188.

Hoosain, M. S., Paul, B. S., & Ramakrishna, S. (2020). The impact of 4IR digital technologies and circular thinking on the United
Nations sustainable development goals. Sustainability, 12(23), 10143.

Kang, E. (2023). Literature Evaluation: The Focus on the Difference between Job-based Pay and Skill-based Pay Scheme. The
Journal of Industrial Distribution & Business, 14(7), 1-7.

Kang, E., & Lee, H. (2021). Employee compensation strategy as sustainable competitive advantage for HR education practitioners.
Sustainability, 13(3), 1049.

Kim, J. H., & Kang, E. (2022). The Role of Wearable Devices for the Success of the Healthcare Business: Verification from
PRISMA Approach. Journal of Economics Marketing, and Management, 10(4), 13-24.

Knobloch, K., Yoon, U., & Vogt, P. M. (2011). Preferred reporting items for systematic reviews and meta-analyses (PRISMA)
statement and publication bias. Journal of Cranio-Maxillofacial Surgery, 39(2), 91-92.

Lestari, S., & Santoso, A. (2019). The roles of digital literacy, technology literacy, and human literacy to encourage work readiness
of accounting education students in the fourth industrial revolution era. KnE Social Sciences,3(11), 513-527.

34



Eungoo KANG / Fourth Industrial Review 3(2), pp.27-35.

Li, J., He, R., & Wang, T. (2022). A data-driven decision-making framework for personnel selection based on LGBWM and IFNs.
Applied Soft Computing, 126(September), 109227.

Lumineau, F., Schilke, O., & Wang, W. (2023). Organizational Trust in the Age of the Fourth Industrial Revolution: Shifts in the
Form, Production, and Targets of Trust. Journal of Management Inquiry, 32(1), 21-34.

Mahmood, T., & Mubarik, M. S. (2020). Balancing innovation and exploitation in the fourth industrial revolution: Role of
intellectual capital and technology absorptive capacity. Technological Forecasting and Social Change, 160(November),
120248.

Manesh, M. F., Pellegrini, M. M., Marzi, G., & Dabic, M. (2020). Knowledge management in the fourth industrial revolution:
Mapping the literature and scoping future avenues. IEEE Transactions on Engineering Management, 68(1), 289-300.

Martinelli, A., Mina, A., & Moggi, M. (2021). The enabling technologies of industry 4.0: examining the seeds of the fourth
industrial revolution. Industrial and Corporate Change, 30(1), 161-188.

Min, J., Kim, Y, Lee, S., Jang, T. W., Kim, I., & Song, J. (2019). The fourth industrial revolution and its impact on occupational
health and safety, worker's compensation and labor conditions. Safety and health at work, 10(4), 400-408.

Moher, D., Liberati, A., Tetzlaff, J., Altman, D. G., & Prisma Group. (2010). Preferred reporting items for systematic reviews and
meta-analyses: the PRISMA statement. International journal of surgery, 8(5), 336-341.

Mulrow, C. D. (1994). Systematic reviews: rationale for systematic reviews. Bmj, 309(6954), 597-599.

Morrar, R., Arman, H., & Mousa, S. (2017). The fourth industrial revolution (Industry 4.0): A social innovation perspective.
Technology innovation management review, 7(11), 12-20.

Nankervis, A., Connell, J., Cameron, R., Montague, A., & Prikshat, V. (2021). ‘Are we there yet?’ Australian HR professionals and
the Fourth Industrial Revolution. Asia Pacific Journal of Human Resources, 59(1), 3-19.

Nguyen, L. T., Nantharath, P., & Kang, E. (2022). The sustainable care model for an ageing population in vietnam: evidence from
a systematic review. Sustainability, 14(5), 2518.

Nyagadza, B., Pashapa, R., Chare, A., Mazuruse, G., & Hove, P. K. (2022). Digital technologies, Fourth Industrial Revolution (4IR)
& Global Value Chains (GVCs) nexus with emerging economies’ future industrial innovation dynamics. Cogent Economics
& Finance, 10(1), 2014654.

Pat6, B. S. G., Kovécs, K., & Abonyi, J. (2022). Challenges of the Fourth Industrial Revolution in HRM. International Journal of
Human Capital and Information Technology Professionals (IJHCITP), 13(1), 1-14.

Pereira, A. G., Lima, T. M., & Santos, F. C. (2020). Industry 4.0 and Society 5.0: opportunities and threats. International Journal
of Recent Technology and Engineering, 8(5), 3305-3308.

Philbeck, T., & Davis, N. (2018). The fourth industrial revolution. Journal of International Affairs, 72(1), 17-22.

Phommahaxay, S., Kamnuansipla, P., Draper, J., Nantharath, P., & Kang, E. (2019). Preparedness of Lao People’s Democratic
Republic to Implement ASEAN Common Visa (ACV). Research in World Economy, 10(3), 419-430.

Podgorodnichenko, N., Edgar, F., & McAndrew, |. (2020). The role of HRM in developing sustainable organizations:
Contemporary challenges and contradictions. Human Resource Management Review, 30(3), 100685.

Puhovichova, D., & Jankelova, N. (2020). Changes of human resource management in the context of impact of the fourth industrial
revolution. Industry 4.0, 5(3), 138-141.

Roblek, V., Thorpe, O., Bach, M. P., Jerman, A., & Mesko, M. (2020). The fourth industrial revolution and the sustainability
practices: A comparative automated content analysis approach of theory and practice. Sustainability, 12(20), 8497.

Rotatori, D., Lee, E. J., & Sleeva, S. (2021). The evolution of the workforce during the fourth industrial revolution. Human Resource
Development International, 24(1), 92-103.

Rymarczyk, J. (2020). Technologies, opportunities and challenges of the industrial revolution 4.0: theoretical considerations.
Entrepreneurial business and economics review, 8(1), 185-198.

Schultz, C. M. (2021). The future and the role of human resource management in South Africa during the Fourth Industrial
Revolution. SA Journal of Human Resource Management, 19, 1624.

Shehata, G. M., Montash, M. A. H., & Areda, M. R. (2021). Examining the interrelatedness among human resources management
practices, entrepreneurial traits and corporate entrepreneurship in emerging markets: an evidence from Egypt. Journal of
Entrepreneurship in Emerging Economies, 13(3), 353-379.

Sherehiy, B., Karwowski, W., & Layer, J. K. (2007). A review of enterprise agility: Concepts, frameworks, and attributes.
International Journal of industrial ergonomics, 37(5), 445-460.

Varma, D., & Dutta, P. (2023). Empowering human resource functions with data-driven decision-making in start-ups: a narrative
inquiry approach. International Journal of Organizational Analysis, 31(4), 945-958.

Wan, P. K., & Leirmo, T. L. (2023). Human-centric zero-defect manufacturing: State-of-the-art review, perspectives, and
challenges. Computers in Industry, 144(January), 103792.

Yalenios, J., & d'Armagnac, S. (2023). Work transformation and the HR ecosystem dynamics: A longitudinal case study of HRM
disruption in the era of the 4th industrial revolution. Human Resource Management, 62(1), 55-77.

Zhang, Y., Xu, S., Zhang, L., & Yang, M. (2021). Big data and human resource management research: An integrative review and
new directions for future research. Journal of Business Research, 133(September), 34-50.

35



