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1. INTRODUCTION

The fast technological development of the Industry 4.0 era has
given ground to the radically new changes in the Human
Resource Management (HRM) domain. Referred to as HR 4.0,
the new paradigm embraces the integration of sophisticated
digital technologies, including artificial intelligence (Al),
machine learning, big data analytics, Internet of Things (IoT),
and cloud computing, into the central HR processes through
which a company may streamline recruitment, advance an
employee engagement operation, forecast the development of
the workforce, and augment the overall effectiveness of
decision-making. Though advancements can guarantee levels of
efficient operations unprecedented in history, they also give rise
to serious questions concerning ethical decision-making, the
health of employees, loss of human factor, and downsizing
people to data points. Technological advancements and
evolving medical practices. In cognitive computing and
business intelligence, large language models like ChatGPT are
transforming applications in accounting, finance, and
management (Ao ef al, 2025). Human resource management
(HRM) practices and workforce flows are being redefined by
the incorporation of Industry 4.0 technologies. Within the new
workplace, Smart HR 4.0 focuses on the impact of knowledge
management, e-recruitment, and digital expertise (Ribeiro et al.,
2024; Koman et al, 2024; Miah et al, 2024). The e-HRM
systems are being used in organizations so as to facilitate
recruitment procedures and also to impair service efficiency in
accordance to service provision that provides -effective
meritorious work to the people publicly (Koman et al., 2024).
The actualization of the generative artificial intelligence (GAI)
in HRM demands a strategy model that meets the goal of the
business and promotes innovation (Chowdhury et al., 2024).
The revolutionary effect of the further use of technologies in
diverse spheres. In learning, Al is changing the field of teaching
by improving profiling, prediction, tutoring, and even
individual learning experiences, which eventually affect the
performance of students (Karroum & Elshaiekh, 2025). The
industry 4.0 is an age of human resource management (HRM)
practices, which are changing critical aspects of performance by
organizations. Theoretical researches indicate that HRM
practices influence employee engagement levels and
organizational performance to great extents (Alsakarneh et al.,
2024). Digitalization activities within the HRM and Human
Resource Development (HRD) promote novel work
performance and job efficiency in ICT firms (Lou ef al., 2024).
Gamification is a relatively new practice in HRM whose
implications of possibilities of enhancing the performance of
employees, engagement and training results are under
investigation. The increasing significance of moralistic and
humanistic stance in different areas. Social workers reflect high
degrees of interest in human rights, although they require more
structural and collective approaches to achieving the desired
aims of human rights (Carvalho ef al, 2025). The most
promising methods are artificial intelligence, Evolutionary
Reinforcement Learning (EvoRL) which, however, has
limitations caused by sampling efficiency, algorithmic

complexity and ethical issues regarding fairness and robustness
(Lin et al., 2025).

Ethical notions of de in Laozi and Gu in Bhagavad Gita, which
suggest the dichotomy of the higher and the lower, then
exchange their importance in ethics (Saha 2025). (Trombik
2025) examines the theory of the mathematicity of The
Universe introduced by the Krakéw School of Philosophy of
the Sciences, and the possibilities of its application as the
connecting piece between science and theology. The Bhagavad
Gita, a timeless spiritual text, offers valuable insights for
modern challenges. It provides lessons on sustainability that can
help businesses navigate complex environments (Agarwal &
Bhattacharjee, 2024). The value of ethical leadership and self-
growth in human resource management (HRM). The concepts
of self-leadership have been proposed as a beneficial tool to
facilitate individual and organizational growth that can enable
employees to facilitate the alignment of personal and
organizational goals (Kim et al, 2024). The issue of toxic
leadership associated with difficulty in achieving Sustainable
Development Goals 8 and 16 requires HRM interventions,
including recruitment, training, performance management,
employee engagement, and organizational culture (Ronnie,
2024). The factors leading to the adoption of artificial
intelligence in HRM would include such factors as optimistic
employees, effective digital leadership, and trusted HR data
whereas the factors that hinder adoption of artificial intelligence
in HRM would include poor collaboration and lack of focusing
on Al ethics (Singh & Pandey, 2024).

The potential of increasing the organizational performance and
enhancing innovation necessitated by the blending of smart HR
technologies and spiritual values can be attributed to their
projected synergistic effect. Innovation performance in
telecommunications has been identified to be influenced
favorably by smart HR management practices which are also
coupled with the advanced technologies (Al-Faouri et al,
2024). An effective plan on how to implement generative Al in
HR practices can optimize the efficient use of resources and
promote innovation without letting irresponsible behaviours
enter the situation (Chowdhury ef al, 2024). Due to an
increasingly high prevalence of intelligent machines across
several industries, organizations are coming up with strategies
of adopting such technologies as they currently consider the
emotional and practical consequences of these machines on
human workers (Annamalai & Vasunandan, 2024).

The swift digitalization of HRM using the technologies of
industry 4.0 (including AI, generative tools, and big data
analytics) has certainly changed the inside process of any
organization.  Nevertheless, ethical issues, emotional
detachment, and the deficient humanistic approach to tech-
related HR practices are found in the literature, as well.
Although most research encompasses the effect that the use of
smart HR tools has on the operations, there is limited research
on the moral or spiritual aspects of the innovations as well as
the spiritual or value-based identity of the tools. The paucity of
current studies provides the answer to an almost non-existing
gap among the world of well-developed HRM systems and the
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historical legacy of philosophical beliefs producing ethical
behavior, emotional intelligence, and self-awareness.

Even amidst growing support to value-based leadership style
and a comprehensive approach to engaging employees, a lack
of framework that combines East religions wisdom, namely, the
Bhagavad Gita and Smart HR 4.0 approaches remains apparent.
This provides a strong necessity of interdisciplinary
perspective, which would integrate the technologies with
spiritual itineraries, thus promoting not only innovation and
efficiency but also the ethical consideration and human welfare
in the future practice of HRM.

1.1 RESEARCH OBJECTIVE

1. To examine some of the major philosophical values in
Bhagavad Gita including Karma Yoga, Dharma, non-
attachment to outcome, and Sthitaprajna and how they
apply to leadership, ethics and human behavior within
organizations.

2. To reveal any gaps in existing HRM approaches to utilizing
spiritual or ethical models especially those of eastern
philosophies  within tech-intensive human resource
operations.

3. To formulate an abstract "Spiritual-Techno HR Framework"
using theoretical elements of Bhagavad Gita and Smart HR
4.0 supports that will foster ethical leadership, emotional
intelligence, and integrative employee improvement.

4. To assess the possible consequences and challenges of
adopting a spiritually aligned HR 4.0 model in practice,
organizational performance, and their effects on employee
well-being, creation, and sustainable performance.

2. LITERATURE REVIEW

2.1 Smart HR 4.0 Technologies in Modern HRM

The changing role of Human Resource Management (HRM) in
the era of artificial intelligence (AI) and Industry 4.0/5.0. The
Al is revolutionizing the HRM roles and bringing about
efficiencies and adding value to the organization (Fenwick et
al., 2024). 1t is possible to consider a strategic model of HRM
to incorporate the generative Al (GAI) by focusing on the
agenda of alignment with business priorities and the promotion
of innovation (Chowdhury et al, 2024). Knowledge
Management and Human Resources integration play an
excruciating factor to be used in Industry 4.0/5.0, to facilitate
production management based on knowledge, and knowledge
retention (Ribeiro et al., 2024). E-recruitment as a constituent
of electronic HRM (e-HRM) tends to be especially significant
in terms of smart governmental systems, when digital tools are
used to help obtain appropriate candidates to fill jobs in public
service (Koman et al., 2024). These reports show that human-
centric solutions are required in the process of implementing Al
in HRM and that constant learning and changing are essential in
the current atmosphere of rapidly developing technology. The
opportunities and challenges of digital transformation in
Industry 4.0 place new demands on organization to create new
training opportunities to provide workers with new skills
(technical and soft) as required by the industry 4.0 (Galanti et

al., 2023). New digital technologies are being conceptualized to
facilitate sustainable management of HR and engagement of the
same in the transition to Industry 5.0. Such tools, including the
proposed BoosToRaise, include the features that are leveled
with engagement predicates, coaching and gamification features
to make employees happier and more engaged to eventually
become more productive and competitive (Salvadorinho &
Teixeira, 2023).

2.2 Challenges and Ethical Issues in HR Tech

Application of Al and blockchain in supply chain has the
potential to increase the level of halal compliance and
transparency to mitigate barriers such as lack of traceability and
information fragmentation (Sunmola et al., 2025). Machine
learning and deep learning approaches are being used to process
social media data as a source of suicide prevention in the field
of mental health, which creates an ethical issue of respecting
privacy and using it realistically (Bhuiyan et al., 2025). In
Evolutionary Reinforcement Learning (EvoRL), sampling
effectiveness and complexity of the algorithms are seen as a
motive to solve the problems, whereas ethical considerations in
fairness and adversarial robustness areas are regarded as an
important matter of further studies (Lin ef al., 2025). Accuracy
of electronic health records (EHRs) in population-based
analysis has arisen as an issue in healthcare with a consensus
between stakeholders regarding responsibility as a possible
solution (Akgn & Feder, 2025). Using Al, machine learning,
and big data in organizational studies may advance the field of
science and people at work, and the primary issues hindering its
use involve access, privacy, and interpretability of data (Woo et
al.,, 2024). A strategic HRM framework is suggested to solve
these problems and is premised on aligning with business goals,
resource evaluation, and the culture of lifelong learning
(Chowdhury et al, 2024). This framework is supposed to
increase the level of efficiency and innovation but maintain
responsible operations and development of workforce within
the Al-enhanced business environment.

2.3 Need for Spiritual and Value-Based HRM

The changing dimensions of human resource management and
its crossover with spiritual and value-based practices. There are
some challenges to institutions providing higher education in
preparing students to the labour market, especially related to the
development of non-cognitive skills and practical competencies
(Kocsis & Pusztai, 2025). The rise of HRM practices related to
sustainable and ethical management of human resources in the
face of the challenges facing the entire planet. The literature
supports this approach by noting that HRM should incorporate
the ideals of the common good, where employees are met with
respect and dignity (Jarlstrom et al., 2024). HRM can play a
fundamental role in discouraging negative leadership and
encouraging positive behaviors, all of which are critical in
attaining Sustainable Development Goals (SDGs) 8 and 16
(Ronnie, 2024). Nevertheless, there are still some problems
with HRM alignment to SDGs because of the lack of clarity
concerning the constructs and the fact that the goals are
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complex (Brewster & Brookes, 2024). Nonetheless, all these
challenges notwithstanding, the HR managers can act
strategically in bringing about equitable reward practices that
can result in decent work, and solving global grand challenges.
This means assuming different identities (visionary, gatekeeper,
or technical consultant) to work around situational limitations
and to take advantage of external disruptions (Geradine &
McWha-Hermann, 2024). Value-oriented and sustainable
human resource management (HRM) practices are getting
increasingly relevant. The HRM Values Scale developed by
(Drouin-Rousseau et al., 2023) allows measuring the perception
of employees towards different practices of HRM, allowing
organizations to adjust their strategies to better suit staff
demands. The study by (Ferdousi & Abedin 2023) analyzed the
HRM practices in social businesses and also gave the emphasis
that, in such business’s recruitment, training, and performance
measurement should be in line with social objectives as well as
business objectives.

2.4 The Bhagavad Gita’s Relevance to Leadership and HR
Saha (2025) reviews the ethical ideas of de in Laozi and guNA
in Bhagavad-Gita and suggests dividing each into two tiers and
the input to modern ethics. In this study, Fousiani et al. (2025)
examine the two-edged sword of creativity in conflict
management and their study reveals it encourages either
collaborative or competitive approaches, the latter being
improved by competitive organizational climate. Jayanth et al.
(2025) report improved overall survival in bladder cancer
patients who became neoadjuvant chemotherapy followed by
radical cystectomy, whereas Koehler et al. (2025), report an
upward trend of using focal therapy to treat prostate cancer by
urologists, and similar to the use of endoscopic variants of the
treatment, fellowship training and patient volume are correlated
to the use of focal therapy. These studies have a common
contribution in imparting knowledge on ethical theories,
leadership principles as well as medical advancements. The
Bhagavad Gita can provide some useful solutions to sustainable
business activities, which may help to overcome the current
challenges with the help of ancient knowledge (Agarwal &
Bhattacharjee, 2024). Self-leadership comes out as a key
element in the human resource development process, allowing
employees the ability to combine both personal and
organizational interests (Kim et al., 2024). The HR practitioners
should invest in ethical leadership, incorporate the best
practices in recruitment and training, and organizational culture
to fight against toxic leadership and Sustainable Development
Goals 8 and 16 (Ronnie, 2024). Green Human Resource
Management (GHRM) is an influential process of introducing
sustainable performance, and green innovations are mediators,
and transformational leadership is a moderator (Wang &
Makhbul, 2024).

3. METHODOLOGY

The proposed research will use a qualitative and conceptual
approach to the creation of an inclusive model grounding in
Smart HR 4.0 technologies along with the Bhagavad Gita

philosophy. This research paper starts with an extensive
literature review of the available academic materials on the HR
4.0 tools Al, machine learning, big data analytics, and e-HRM
systems. In parallel, Bhagavad Gita texts and its interpretations
are examined and the ethical and philosophical principles
applied to leadership and decision-making are identified and
presented. Thematically, there are similarities drawn between
spiritual values and technological functions with which the
Spiritual-Techno Theory of HRM is developed. In order to test
the conceptual model, structural interviewing and Delphi
method will be used to obtain the opinion of experts that can be
found amongst the HR professionals, spiritual scholars and
technologists. A framework will be optimized on this feedback.
Such interdisciplinary approach permits the exploratory and
integrative approach, with emphasis placed on model building
over statistical generalization. The final aim is to provide a
theoretical background that would lead to future empirical
studies and pilot HR interventions and organizational practices
that are ethically grounded and not solely optimized by digital
technologies and right-online-terms-and-conditions.

3.2 Research Design Table

Table 1: Research design outlining methodological stages for developing the
Spiritual-Techno HRM framework

Stage Method/Approach Purpose
. . Secondary data Understand current HR 4.0
Literature Review g . .
collection practices & Gita values
. . Qualitative coding Identify synergy between
Thematic Analysis of concepts technology and spirituality
Conceptual Model Integration of Develop a Spiritual-Techno
Building themes HRM Framework
Expert Validation Interviews / Delphi Refine ¢ he fre}mgwprk
. through interdisciplinary
(Optional) method .
insights
Final Framework Analytical Present validated, holistic
Refinement Synthesis HRM model

3.3 Conceptual Framework

SPIRITUAL-TECHNO THEORY OF HRM

Integrated
RM Outcome:

well-being

HR strategies

Ethical Al adoptio
Value-based leaders
Humanized automatiol
Enhanced employee

Sustainable and conscious

Bhagavad Gita Principles
« Karma Yoga
« Dharma

« Dharma

+ Sthitaprajna

« Detachment
+ Jnana Yoga

Fig. 1: Conceptual framework of the Spiritual-Techno Theory of HRM
integrating Bhagavad Gita principles with Smart HR 4.0 technologies
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The ethics of the Bhagavad Gita and the power of Smart HR 4.0
technologies seem to be a growing interest to researchers
because the Spiritual-Techno Theory of HRM provides a
conceptual framework which integrates the innovative potential
of Smart HR 4.0 technologies with the ethical and spiritual
perspective of the Bhagavad Gita. The entry level is the
digitalization like Artificial Intelligence, machine learning,
predictive analytics, and e-HRM platform which supports
efficiency, automatization, and innovation in the HR jobs
through the data. But depersonalization and moral grayness
could be introduced by these tools without any humanistic
guidance. It is here that Bhagavad Gita provides a mid-level
ethical-spiritual discourse which adds as many dimensions as
the concepts of Karma Yoga (acting selflessly), That and
Rightful duties (Dharma), Emotional strength (Sthitaprajna),
detachment, and Jnana Yoga (wisdom) etc. These values bring
back empathy, purpose, and balance in digital HR functions.
The combination of the two layers leads to the dynamic of
overall HR: ethical application of Al, leadership through the
aspect of spirituality, employee engagement, humanized
decision-making, and sustainability. Top level, Integrated HRM
Outcomes, stands out as the metamorphosis of the ordinary
HRM into a spiritually conscious and a technologically
enhanced practice. The given framework addresses the existing
research gap by providing a distinctive type of interdisciplinary
approach to digital age human resource management. It enables
organizations not only to utilize technology but also to bolster it
with the timeless spiritual wisdom with a view to developing
conscious innovations and harmonious organizations in the
context of Industry 4.0.

4. RESULT AND DISCUSSION

The mental combination of the Smart HR 4.0 technologies with
the moral principles of the Bhagavad Gita produced a new
theory- the Spiritual-Techno Theory of HRM based on
contemporary digital transformation and ancient spiritual
principles. The framework makes evident that HR 4.0 would
improve the efficiency of the operations via Al-assisted
recruiting, prediction analytics, and cloud-based performance
design systems, but the tools used are usually without an ethical
underpinning and emotional intelligence. On the other hand,
principles of Bhagavad Gita (Karma Yoga/selfless work,
Dharma/role-base duty, Sthitaprajna/emotional self-control)
offers a moral guideline in leadership, decision making, and
engagement of employees.

These findings indicate that integrating these two areas can
resolve such critical HR issues as unethical application of Al,
the impersonalization of workers, and the lack of purpose in
automated systems. As an example, use of Al to hire people
based on Gita-based detachment and fairness can decrease bias.
On the same note, Jnana Yoga leadership encourages lifelong
learning and reasoning as compared to data-based
measurements. This combined model is revolutionary in nature
as far as HRM is concerned, not only does it enhance the
technological usefulness dimension, it also creates a values
orientation organizational culture. Accordingly, the current

study provides a mnovel, cross-disciplinary outlook and
constitutes the foundation on which further empirical studies of
spiritually congruent digital HR practice can be based.

4.1 Challenges and Barriers

In the process of formulating the Spiritual-Techno Theory of
HRM, a number of issues and obstacles have been indicated
which communicate the complexity of mergence between the
highly advanced technology and the spiritual ideology:

1. Conceptual Integration difficulty: Combining the spiritual
abstracts of Bhagavad Gita with technical concepts such as Al,
machine learning, and big data can be teaching due to their
diverging ontological and epistemological premises.

2. Absence of Precedent Research: The presence of
interdisciplinary literature integrating the traditional spiritual
wisdom and emerging HR technologies is virtually absent and,
therefore, could not be used to build a solid empirical model.

3. Subjectivity in Interpretation: Spiritual texts like the Gita
are open to multiple interpretations, which can introduce
subjectivity and inconsistency when applying them in
organizational or technological contexts.

4. Technological Bias and Ethics: Ethical and morality-related
concepts are not easy to incorporate into a currently neutral or
biased algorithm, particularly in instances where Al works on
huge abstracted data sets.

5. Resistance to Spiritual Inclusion: In corporate settings,
there exist a lot of resistance to practicing HR especially with
integration of spiritual or religious model; this can be perceived
as non-religious or not scientific.

6. Measurement Issues: Measuring the effects that spiritual
values have on the results of HR cannot be done using common
measures creating issues in terms of proving results using
empirical data.

5. CONCLUSION

This research introduces a pioneering framework “Spiritual
Techno Theory of HRM” that integrates Smart HR 4.0
technologies with the ethical and philosophical teachings of the
Bhagavad Gita. By bridging the digital efficiency of Al,
machine learning, and e-HRM systems with timeless spiritual
principles like Karma Yoga, Dharma, and Jnana Yoga, this
model offers a holistic, human-centered approach to future
human resource management. The framework addresses current
challenges in HR, including ethical dilemmas, employee
disengagement, and value misalignment, by promoting
conscious decision-making, ethical leadership, and emotional
resilience. This study fills a crucial gap in the literature by
proposing an interdisciplinary model that unites Eastern
spirituality with modern technological advancement. While
conceptual in nature, it lays the foundation for future empirical
research and practical applications. As organizations navigate
the complexities of Industry 4.0, this spiritually guided HRM
approach can foster not just innovation and efficiency, but also
integrity, purpose, and human well-being.
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