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The legal compliance and the technological changes that have seen the com-

ment

pany embrace digitization and automation have greatly influenced how or-

ganizations conduct their operations. Artificial intelligence systems, big data,

and collaborative working platforms have altered workflows and enhanced
business productivity. This research investigates how technological advance-
ments affect human resource management decisions and the law. The study, x‘ al ‘
therefore, uses a literature review, which involves a qualitative data collection ‘)a\
approach to help achieve a deeper understanding of the problems to be re-
searched between 2000 and 2023. The outcomes show that technological ad- ™
vancement has considerable impacts on HRM and legal issues, especially in

the framework of the Indonesian Law No. 13 of 2003 on Manpower. Alt- E

hough technology has played an important role in improving the efficiency .":::.i;::,“
and productivity of human resource management, issues have arisen con-

cerning employees’ privacy and data protection, altered work environment,

etc.
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Introduction:

The rapidly increasing speed of the advancement of technology in areas such as digital-

ization and automation has significantly altered the emerging markets for enterprises.

Such concepts as artificial intelligence systems, data analysis tools, and collaborative &

platforms redefine the essence of work and make the overall workflow significantly ===
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faster'. These conditions require human resource management (HRM) changes and the
response to labour relations legislation. Due to these challenges, firms are forced to re-
design their human resource management strategies in response to the new dynamics
brought about by technological evolution. Also, compliance with labour laws becomes
all the more critical due to the enormous changes in organizational dynamics. It is cru-
cial to note that the current technological landscape necessitates adherence to main-
tain competitiveness and efficiency in today’s business sector.

The increased frequency of utilizing technology in work has created other opportunities
regarding flexibility in human resource mobility.? In the present work environment,
flexible and remote working features, fully interconnected smart devices and applica-
tions, and collaborative applications have become standard. Such change indicates that
organizations must reconsider their labour relations issues, especially regarding work-
ing hours, rest time, and workers' rights. As Wanof (2023)° observes, technological ad-
vancement is a reality called acceptance of change and challenges by all businesses in
the contemporary business environment. This not only guarantees that their internal
policies reflect the new change, but it also assesses and works towards policies that
support the working conditions of people with disabilities and other needs, as well as
the adoption of new technologies.

A fundamental element that has gained prominence today is the use of technology in
employee selection and hiring processes. Applying artificial intelligence algorithms in

these processes has implications for the fairness and transparency of human resource

' Agustian, K., Mubarok, E. S., Zen, A., Wiwin, W., & Malik, A. J. (2023). The impact of digital transfor-
mation on business models and competitive advantage. Technology and Society Perspectives (TACIT),
1(2), 79-93. https://doi.org/10.61lOO/tacit.VliZ.SS
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decision-making in employee selection.* Therefore, it is essential to make proper legal
coverage of this technology in labour management. This is not to escape regulatory
rules but to guarantee that the use of the technology is reasonable, does not favour the
potential employee, and is legal. Consequently, critical analysis and assessment play
substantial roles in applying technology in HEM and enhancing organizational deci-
sion-making.

Meanwhile, human resource management (HRM) technology faces challenges. the
technology in question compromises workers' data privacy and protection rights. Be-
sides using various technologies like cloud-based human resource management systems
and social collaboration tools, organizations share the responsibility of protecting
workers' personal information in accordance with the existing data security regula-
tions.> As a result, companies need to develop and enforce policies that will protect
employees' privacy and safeguard against the new rules and regulations concerning data
protection. By engaging the workers in this process, practising openness with the data
gathering and utilization, and adopting sophisticated security technologies, it will be
possible to safeguard the integrity and trust in the technology-driven HR management
process. Therefore, information privacy and security considerations represent the build-
ing blocks to a positive reception of technological advancement regarding resource
management.

Law No. 13 Year 2003 covers all aspects of employment and employment relationship,
which includes the rights and duties of workers and employers, wage determination and
administration, and legal mechanisms for solving labour disputes.® Although this law
has the potential to give a strong foundation, problems arise due to the ever-changing
nature of technological development in the implementation and adherence to the said

* Wibowo, G. A., Rahman, A., & Anis, M. (2023). The impact of ChatGPT use on the quality of academic
support for students. T ec]mo/ogy and Society  Perspectives (TACIT), 1(3), 132—138.
https://doi.org/10.6l100/tacit.v1i3.69

> Dwivedi, Y. K., Kshetri, N., Hughes, L., Slade, E. L., Jeyaraj, A., Kar, A. K., Baabdullah, A. M., Koohang,
A, Raghavan, V., Ahuja, M., Albanna, H., Albashrawi, M. A., Al-Busaidi, A. S., Balakrishnan, ]J., Barlette,
Y., Basu, S., Bose, L., Brooks, L., Buhalis, D., ... Wright, R. (2023). “So what if ChatGPT wrote it?” Multi-
disciplinary perspectives on opportunities, chailenges and impiications of generative conversational Al for
research, practice and poiicy. International Journal of Information Management, 71, 102642.
https://doi.org/10.1016/].ijinfomgt.2023.102642

° Kemenperin. (2003). Undang»Undang Republik Indonesia Nomor 13 Tahun 2003. Ketenagakerjaan, 1—
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law. New business trends like artificial intelligence, automation and digital systems
sometimes fall outside the parameters set by the law. Therefore, appropriate fundamen-
tal analysis is of growing significance in establishing whether and how companies can
modify their approaches to meet all legal requirements. This entails incorporating ap-
propriate labour relations principles with technology and creating organizational poli-
cies that address changes in the labour environment. Therefore, protecting companies
from these developments and staying informed on the progressive labour law standards
requires proactive and adaptive action.

The research envisaged will seek to contribute to enhancing the understanding of how
technological change affects HRM and compliance with labour laws in Indonesia. In
considering the complex relationships between technology and HRM, the study has
sought to establish the potential of implementations that may be expected in organiza-
tions. Besides, through a detailed analysis of specific aspects connected with technolog-
ical change in the context of HR management, the study aims to create a practical
guide. Having such a guide available for companies to turn to as they make their way
through this transition will be valuable. Being rich in concepts and recommendations,
this research may become a reference point for academic organizations and researchers.
It will enable them to make sound and situated decisions addressing the dynamics of
technological advancement in the Indonesian labour environment.

Literature Review:

Technological Evolution:

Technological evolution is a process of growth and change of specific and generic
technological systems, which include evolution, advancement, and metamorphosis in
the practical application of knowledge and tools between individuals.” This advance-
ment is in technology like computers, phones, vehicles, etc., and in all areas like soft-
ware, artificial intelligence, and rapidly increasing connectivity.? In this type of evolu-
tion, technology changes individually but impacts different facets of society, such as
the economy, education, health, and communication. Technological revolutions are

crucial since they bring changes that define how people work, exchange information,

7 Suherlan, S., & Okombo, M. O. (2023). Technological innovation in marketing and its effect on con-
sumer behaviour. Tec]mo]ogy and Society Perspectives (TACIT), 1(2), 94—103.
https://doi.org/10.61100/tacit.v1i2.57
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and conduct their lives, opening up new opportunities and problems in different spheres
of existence.’

Human Resources (HR):

Human resources or HR refers to the people assets employed in an organization or a
company to facilitate its functioning and organizational sustainability. HR encompasses
all practices about the workforce, people, supervisors, managers, and the systems uti-
lized to facilitate production and the general growth of an organization.'® Some key HR
subfields include staffing, employee selection, training and development, performance
management, and the administration of labour policies (Kearney, 2022). Organizations
that efficiently manage their human resources can maximize productivity and provide a
healthy work climate.** Human Resources are associated with operational processes
and the development of an individual's potential, the representation of diversity, and the
concept of equal opportunities in the workplace.®> Accentuating HR as a core asset
opens up opportunities for companies to gain competitive advantage and operational
stability.

Legal Compliance:

Legal compliance is following the laws, rules and regulations set by the law in a given
country/area.”® It encompasses acknowledging, following, and adapting to legal re-
quirements that govern their functions and businesses. Consequently, legal compliance

emerges as an important factor in preserving social and economic order and, in effect,

’ Beer, P., & Mulder, R. H. (2020). The effects of technological developments on work and their implica»
tions for continuous vocational education and training: A systematic review. Frontiers in Psyc]lo]ogy, 11,
1-19. https://doi.org/10.3389/fpsyg.2020.00918
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Business and Accounting, ICEMBA 2022, 17 December 2022, Tanjungpinang, Riau Islands, Indonesia, 1—
6. https://doi.org/10.4108/eai.17-12-2022.2333189
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" Simmons, B. A. (2000). International law and state behavior: Commitment and compliance in interna-
tional monetary affairs. American Political Science Review, 94(4), 819—-835.
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safeguarding rights and responsibilities across the parties in a given project.* From a
business perspective, legal compliance relates to several factors, including labour rela-
tions, the environment, product standards and taxes. Those organizations that embrace
good compliance with the law not only mitigate legal risks and penalties but also gain
credibility and trust from their stakeholders. Hence, awareness and commitment to le-
gal means are relevant for ethical business undertakings or any other activities or pro-
cesses that must follow the law.

Research Method:

In this research, we used qualitative research to ensure that we provided a detailed
analysis of the literature in regard to technological evolution and the changes it has had
on human resource management strategies as well as legal frameworks. This study's
period of interest was between 2000 and 2023, and it adopted the literature review
method of journals, conference papers, and other scholarly resources retrieved from
Google Scholar. Consequently, our specific search terms with technological evolution,
human resources, and legal compliance among the informative keywords established
the criteria for sources' inclusion based on their relevance to the research goals. We also
report any limitations, including language barriers or publication bias.

The study went through several phases that entailed choosing a particular and suitable
research area and the development of a clear perception of the context and purpose of
the research. The research questions informed the keywords used as the articles were
searched on Google Scholar from 2000 to 2023. Following the acquisition of search
results, an attempt was made to go through every article or source and read through the
abstracts and summaries. Any article or research work considered less significant or not
up to the criteria for the study was not considered for the analysis.

The literature that has been selected was then critiqued to highlight the major findings,
conceptual frameworks, theories, and patterns present in the literature. A qualitative
research approach was adopted toA to capture the study's subject's in-depth details. Up-
on reviewing the literature, the researchers lysed and explained the findings and in-
sights into the chosen research subject. These findings have been summarized in a re-
search report with structures and logical flow of ideas and subheadings such as the find-

ings, the analysis, and the interpretation.

14 Ratner, S. R. (2001). Corporations and human rights: A theory of legal responsibility. 7he Yale Law
Journal, 111(3), 443. https://doi.org/10.2307/797542
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Following the reviewed literature, this methodology can make a substantial contribu-
tion to theory advancement, problem-solving, or decision-making in academic fields,
particularly regarding the effect of change in technology on human resource manage-
ment strategies and legal requirements. In this particular paper, the structured method-
ology section makes it easy to understand the steps employed in conducting this re-
search through subheadings to make the paper as coherent as possible in its approach.
Results and Discussion:

In an increasingly dynamic period, technological change is not just a process but also a
revolution that shapes the pattern of life, more specifically, the area of work, human
resource management, and legal issues of work in the global context. Such a huge im-
pact cannot be overemphasized, given the constantly evolving nature of society and the
changes continually emerging in the world. Regarding Indonesian labour law, it can be
affirmed that Law No. 13 Year 2003 is the legal framework that provides wide-ranging
provisions governing the relations between workers and employers. However, new is-
sues associated with the constant emergence of modern technologies have led to recon-
sidering the provisions of labour legislation to preserve effectiveness and further im-
prove the constantly changing labour relations system.

To begin with, the technological revolution during the recent decade has significantly
influenced the conventional approaches to HR management, which has been forming a
more complex and interconnected system. The use of information systems and artificial
intelligence in employee recruitment, selection, and performance appraisal is not just an
enhancement but has become standard in any organization. These technologies, which
include big data analysis, machine learning and intelligent algorithms, can enhance or-
ganizational effectiveness and make human resource decision-making more factual and
less subjective. At the same time, these positive effects pose questions related to violat-
ing employees' private lives and issues with discrimination based on artificial intelli-
gence. Thus, it is becoming more important to consider integrating technology with eth-

ical values and fairness from the human resource management perspective.*

» Davidescu, A. A., Apostu, S.-A., Paul, A., & Casuneanu, . (2020). Work ﬂexibility, job satisfaction, and
job performance among Romanian employees—Implications for sustainable human resource management.

Sustazhabﬂit)/, 12(15), 1-53. https://doi.org/10.3390/su12156086
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Furthermore, the development of technology has also altered how work is defined, con-
tributing to the improvement of a new paradigm brought by technology.'® New ways of
working mean that once seen as an adaptation, flexible remote working has become the
norm where digital collaboration is possible. This not only brings about flexibility in
the working of workers but also many changes regarding working hours, leaving leave,
and employee welfare protection. The following critical questions are: How far can cur-
rent labour legislations capture the novel and complex forms of work characteristics
and interconnectivity in work processes? Thus, detailed research is required to assess
the effectiveness of existing measures and reform them to meet the new emerging prob-
lems alongside this shift and safeguard and preserve employees' rights in the context of
technology.

On the other hand, it presents a more complicated issue that has to do more with digital
security transactions of employee data. Companies are challenged not only with infor-
mation leakage that may compromise employees' rights and privacy.'’ but also with
increasing threats that stem from cyber threats and unethical engineering. Given such
dynamics, what is required is not merely reactive labour regulation designed to protect
employees' personal information but regulation that anticipates companies' obligations.
Therefore, the need to have contemporary and improved legislation becomes more im-
portant for companies to protect against many challenges related to digital security, and
they are taking responsibility for handling employee information fairly.

However, these changes only sometimes accompany the growth of labour law, which
means that the gap between static progress and the increasing pace of technological ad-
vancement and change like work widens with time. Pertinent concerns arise about the
degree to which employees' rights in a digital workspace are protected under Law No.
13 or whether more fundamental changes are required in 2003 to reflect the new reali-

ties in this regard better. This challenge requires thinking through the general principles

1 Kraus, S., Jones, P., Kailer, N., Weinmann, A., Chaparro»Banegas, N., & Roig»Tierno, N. (2021). Digital
transformation: An overview of the current state of the art of research. SAGE Open, 11(3),
215824402110475. https://doi.org/10.1177/21582440211047576

v Javaid, M., Haleem, A., & Singh, R. P. (2023). ChatGPT for healthcare services: An emerging stage for
an innovative perspective. BenchCouncil Transactions on Benchmarks, Standards and Evaluations, 3(1),

100105. https://doi.org/lO.1016/j.tbench.2023.100105
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of privacy, security, and fairness in the context of the increasingly connected and tech-
nologically saturated work environments. Thus, there is a rationale for objectively as-
sessing the labour legislation. It is crucial to strive to properly regulate labour relations
and predict new negative effects resulting from ongoing changes in the work para-
digms.

When it comes to legal compliance, the implementation of technological advancements
in human resource management requires organizations to be aware of the laws sur-
rounding data protection, privacy, and information rights. Companies' reliance on tech-
nological aspects poses serious consequences due to non-compliance with these legal
provisions. Unlike simple reputational losses, such breaches can lead to tangible legal
consequences, fines, business licenses, and sometimes revocation. Hence, adherence to
laws concerning technology and data handling is a requirement that organizational
management of the contemporary world must pay attention to, especially where they
seek to uphold their legitimate business practices, operational stability, and legal ac-
countability to all relevant stakeholders. As a result, it is crucial to have a considerable
legal compliance approach to ensure that firms operate effectively and legally.

In the Indonesian context, particularly because of the dynamics of work and technolo-
gies that continue to change rapidly, some amendments in Law No. 13/2003 may be
required because of the new challenges and opportunities. The government and stake-
holders need to align their efforts effectively to prepare regulations that are sufficient
and appropriate to the existing technological advancement. This is a legal requirement
and a chance to establish a more comprehensive and innovative legal framework suita-
ble for the complex working environment. Also, one needs to ensure that employee
rights are enhanced during revision or at least remain fairly protected. These are critical
measures in formulating a sensitive legal environment, supporting a sound commercial
environment, and issuing assurance of decent, healthy and fair employment in today's
complex world of technology.

In sum, the evolution of technology has spread in numerous sectors of HRM policies
and compliance measures in the current world in ways that are not only extensive but
also immensely transformative. As technology ushers in interesting possibilities, the
dilemma of striking the right chord between integrating technology and the Employee
Rights Act lessens the impact of Change Management. It requires serious consideration
from all parties concerned. It must involve a willingness to communicate and consult,

undertake intensive research regarding the effect of new technologies, and modify the
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rules that govern work to reflect the new paradigm. In this way, it is possible to make
sure that the growth of technology in the world of work brings not only proportional
positive impacts but also a socially equal environment for all the participating actors,
protects employees' rights, and reveals the main principles of justice in construction of
the smart and fair future world of work.

Conclusion:

Consequently, there is evidence to conclude that technological advancement has influ-
enced HRM techniques and the adherence to legal requirements, especial-
ly Indonesia’s Law Number 13 of 2003 about Manpower. Adopting technological solu-
tions in the process of HRM has helped streamline and become more efficient and ef-
fective. Still, at the same time, it created new issues concerning employee's rights to
privacy, protection of their personal information, and change about work. Politically,
these changes call for immediate and long-term action from the authorities from the
labour law point of view. Perhaps this is why it is necessary to revise Law Number 13
of 2003, as the work setting is becoming more complex. When developing this update,
some issues that must be addressed include employee privacy, secure data processing,
and adherence to best practices and international data protection standards.
Recommendations are made on government involvement, industry, and other players.
Promotion and sensitisation of the legal consequences and the legal and ethical respon-
sibilities of the implementation of technologies have to be promoted and enhanced to
ensure that all the stakeholders have adequate knowledge of the provisions of the law.
In addition, the authorities must pay attention to technological innovations to adapt as
quickly and appropriately as possible. Companies were expected to provide policies
that would protect the rights of employees, secure data and information, and uphold the
standards set by law. Workplace technology integration should be open and include
comparable reporting procedures that guarantee workers a protected and professional
working platform.

In the long term, the development of progressive and adaptive rules tailored to specific
work environments can be achieved, aligning with technological advancements. A col-
laborative approach involving the government, business circles, academia, and society
at large can pave the way for innovative production policies that respect the primary
human rights of employees. This model of cooperation underscores the positive role

of technology in fostering sustainable and inclusive development.



