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Abstract

Human Resource Management (HRM), as a key aspect of
organizational management, has long sought to enhance performance
and drive organizational progress. With technological advancements
and evolving employee needs, innovative approaches that adapt to the
unique characteristics of each employee have become increasingly
important. One such approach is Personalized HRM, which focuses on
improving employee experience, satisfaction, and performance by
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considering individual differences. Employing a systematic literature
review (SLR) method, this study examines 303 documents, ultimately
selecting 111 key articles for in-depth analysis. The findings led to the
development of a conceptual model comprising four main compone
nts: influencing factors (e.g., organizational culture, social justice,
social contexts, innovation and learning, and data analytics), expected
outcomes (e.g., improved performance, increased employee
satisfaction, enhanced mental health, and strengthened organizational
innovation), supporting technologies (e.g., artificial intelligence,
human resource information systems, and digital technologies), and
key challenges (e.g., technology costs and complexity, privacy
preservation, social justice issues, resistance to change, effectiveness
evaluation, and cultural adaptation). This model not only addresses the
research questions but also underscores the necessity of personalizing
HRM policies within organizations.

Keywords: New approaches, Human Resource Management,
Systematic Review, Personalized HRM, HRM policies.

1. Introduction

Personalized Human Resource Management (PHRM) is an emerging
approach in HRM that emphasizes adapting policies and practices to
the individual characteristics of employees. By leveraging advanced
technologies such as artificial intelligence and data analytics, PHRM
aims to enhance work experience, job satisfaction, and overall
employee productivity (Huang, Zhang & Feng, 2020). Unlike
traditional HRM models that apply a uniform framework across all
employees, PHRM allows organizations to tailor their management
practices according to each individual’s needs, capabilities, and
motivations. Despite its potential benefits, implementing PHRM
presents several challenges, including the integration of advanced
technologies into HR processes, determining the optimal level of
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personalization, and assessing its impact on organizational
performance (Miao, Humphrey & Qian, 2019). Moreover, adopting
PHRM often requires fundamental changes in organizational culture
and management processes, which may encounter resistance from
both managers and employees (Cohen & Blake, 2017, as cited in
Fithriyah & Setyaning, 2024). This study systematically reviews the
existing literature to clarify the concept of PHRM, examine its
influencing factors, evaluate its effects on organizations, and analyze
the challenges associated with its implementation.

2. Literature Review

Personalized Human Resource Management emphasizes providing
HR solutions tailored to individual employee needs and is regarded as
a next-generation HRM practice (Huang, Zhang & Feng, 2020).
Research indicates that this approach can significantly improve
organizational performance, reduce turnover rates, and enhance
workplace flexibility and job satisfaction (Huang, Yang, Zheng, Feng
& Zhang, 2023). Various studies have offered diverse perspectives on
PHRM. For instance, Huselid (1995) introduced high-performance
work systems, and Newhall (2012) discussed the roles of
empowerment and talent development programs. However, PHRM
remains an evolving concept, and its implementation faces challenges
such as integrating advanced technologies into HR processes,
determining the optimal degree of personalization, and managing
organizational change (Miao, Humphrey & Qian, 2019). Additionally,
significant shifts in organizational culture and management strategies
are necessary to adopt this approach effectively (Cohen & Blake,
2017, as cited in Fithriyah & Setyaning, 2024).

This review consolidates existing findings to propose a comprehensive
framework for understanding PHRM and identifies directions for
future research.
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3. Methodology

This study adopts a fundamental research approach by systematically
reviewing the literature on Personalized Human Resource
Management using a systematic review methodology based on the
framework by Kitchenham & Charters (2007). The research sources
include reputable journals in management, business, strategy, and HR,
with Google Scholar serving as the primary database for article
searches. The literature was categorized into two time frames: pre-
2020 and 2020-2024. Out of 303 relevant documents identified, 124
were initially selected based on quality criteria, and 13 duplicate
entries were removed, resulting in 111 articles for detailed analysis.
The study employed the CASP framework (Singh et al., 2022) to
assess article quality, focusing on research clarity, methodology, data
credibility, and interpretation. Data extraction was performed using a
two-stage coding process, where key concepts were first extracted and
then grouped into broader categories (Saldafia, 2021). This systematic
process, along with meta-synthesis (Sandelowski & Barroso, 2007),
enhanced analytical accuracy and enabled the development of a novel
conceptual framework.

4. Results

The findings of this research are organized into five key areas:
features, influencing factors, outcomes, supporting technologies, and
challenges of Personalized HRM. Features of Personalized HRM:
Personalized HRM is characterized by its focus on individualization.
Key features include tailoring HR processes—such as recruitment,
training, evaluation, and retention—to meet individual employee
needs. It employs advanced technologies like artificial intelligence for
personalizing services, considers cultural and social differences, and
emphasizes innovation and continuous organizational learning. Agility
and flexibility in adapting to change are also essential aspects of this
approach. Influencing Factors: The implementation of Personalized
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HRM is primarily shaped by three factors. First, modern technologies,
especially artificial intelligence and human resource information
systems, play a pivotal role in data analysis and process
personalization. Second, cultural and social factors—such as the
influence of local culture, the need for social justice, and demographic
differences—significantly impact HR policies. Third, organizational
innovation, through the adoption of creative strategies, is crucial in
aligning HR practices with the diverse needs of employees. Outcomes:
The study demonstrates that Personalized HRM yields substantial
benefits. Notably, it leads to improved organizational performance
through increased productivity and reduced turnover. Additionally, it
enhances employee satisfaction and engagement, contributing to better
mental health and overall well-being. Moreover, this approach fosters
organizational innovation and learning, as evidenced by greater
knowledge sharing and the emergence of innovative behaviors.
Supporting Technologies: The effectiveness of Personalized HRM is
enhanced by the use of advanced technologies. Artificial intelligence
is instrumental in predicting employee behavior and personalizing HR
processes. Human resource information systems facilitate the
automation of tasks and improve internal communications, while
digital technologies—such as online platforms—boost employee
engagement and interaction. Challenges: Despite its benefits,
implementing Personalized HRM presents several challenges.
Technological challenges include high costs, complexity in data
collection and analysis, security and privacy concerns, and issues
related to the interpretability of AI models. Organizational challenges
involve perceived unfairness in benefits and opportunities, resistance
to change, and difficulties in managing diversity. Social and cultural
challenges pertain to adapting policies to local values while
maintaining social justice.

Finally, operational challenges include the complexities of designing,
implementing, and evaluating the effectiveness of personalized HRM
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policies. Overall, this research provides a comprehensive framework
that not only clarifies the concept of Personalized HRM but also offers
practical insights for organizations aiming to enhance HR processes
through personalized strategies while effectively managing the
associated challenges.
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