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Abstract

Purpose: This study aims to examine the impact of
technological advancements on HR practices and leadership
in Brazil.

Methodology: The study adopted a desktop methodology.
Desk research refers to secondary data or that which can be
collected without fieldwork. Desk research is basically
involved in collecting data from existing resources hence it
is often considered a low-cost technique as compared to field
research, as the main cost is involved in executive’s time,
telephone charges and directories. Thus, the study relied on
already published studies, reports and statistics. This
secondary data was easily accessed through the online
journals and library.

Results: The literature review shows that technology has
greatly impacted HR practices and leadership in Brazil. The
adoption of technology can improve recruitment, training,
and performance management, as well as facilitate remote
work and enhance communication within organizations.
Effective leaders must possess skills to identify relevant
technology, manage change, and foster innovation.
However, challenges such as infrastructure, access to
technology, and resistance to change exist. Further research
is needed to understand these barriers and how to overcome
them. Overall, technology has the potential to transform HR
practices and leadership in Brazil.

Unique Contribution to Theory, Practice and Policy:
This study highlights the impact of technological
advancements on HR practices and leadership in Brazil. It
emphasizes the need for organizations to adapt and
incorporate technology in their HR practices and the role of
leadership in driving this transformation. The study
identifies the importance of technology in improving
recruitment, performance management, and employee
development, leading to improved organizational
performance and employee satisfaction. Leaders must
effectively communicate the benefits of technology and
provide necessary training and support. The findings inform
policy makers and organizations on strategies to leverage
technology, prioritizing investments in infrastructure and
skills development. The study provides a theoretical
framework and practical insights for future research and
policy development aimed at improving HR practices and
leadership in Brazil.
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INTRODUCTION

Technological advancements have revolutionized HR practices and leadership in Brazil, bringing
about significant changes in the way organizations manage their workforce. The adoption of new
technologies such as automation, artificial intelligence, and data analytics has transformed the HR
landscape, enabling organizations to streamline their processes, improve productivity, and enhance
employee engagement (Silva, Silva, & Janior, 2019). However, these advancements have also
posed challenges for HR professionals and leaders in Brazil, who must adapt to new practices and
skillsets to stay competitive in a rapidly evolving business environment. Brazil's diverse business
landscape presents unique challenges for HR practices and leadership. The country has a broad
range of industries and sectors, each with its unique demands and expectations. Consequently,
organizations need to implement HR practices and leadership approaches that are tailored to the
specific needs of their employees and aligned with the organization's strategic objectives (Silva,
Silva, & Janior, 2019). Additionally, with the growing trend of remote work, HR practices and
leadership must adapt to new technologies and processes to ensure that employees remain engaged
and productive.

Effective HR practices and leadership have been shown to have a positive impact on employee
retention rates and organizational performance in Brazil (Carvalho & Marques, 2021). HR
practices that focus on recruiting, training, and retaining top talent have been found to increase job
satisfaction and workforce engagement, leading to reduced turnover rates and increased
productivity. Similarly, effective leadership practices that prioritize coaching, mentoring, and
employee development can enhance performance, foster innovation, and improve organizational
outcomes (Gomes & Fernandes, 2018). However, the effectiveness of HR practices and leadership
may vary across different industries and organizations, depending on factors such as the level of
investment in these practices and the changing demands of the workforce. Fruitful HR practices
and leadership require a strong focus on employee engagement and well-being to foster employee
satisfaction and motivation. Organizations must prioritize the physical, emotional, and
psychological health and safety of their employees by providing a supportive and inclusive work
environment (Pinheiro et al., 2021). HR professionals and leaders must also demonstrate empathy
and strong communication skills to build trust and establish positive relationships with employees
(Marcelino et al., 2021).

Moreover, the impact of technological advancements on HR practices and leadership in Brazil has
not been uniform. While some organizations have successfully adapted to the changing landscape,
others have struggled to keep up, leading to significant disparities in organizational performance
(Gomes & Fernandes, 2018). It is essential for organizations in Brazil to adopt a holistic approach
to HR practices and leadership that considers these factors while aligning with the organization's
overall goals and values. The adoption of technological advancements in human resource (HR)
practices and leadership has brought significant changes to the way organizations manage their
workforce in Brazil, leading to improved productivity and employee engagement (Barbosa et al.,
2021; Oliveira et al., 2022). However, these advancements also present challenges that HR
professionals and leaders must address to remain competitive in a fast-evolving business landscape
(Marques et al., 2021).
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By adopting a holistic approach to HR practices and leadership that aligns with organizational
goals and values while considering the specific needs of employees, organizations can positively
impact employee retention rates and overall organizational performance (Marcelino et al., 2021).
Finally, technology has enabled HR professionals to collect and analyse data, providing valuable
insights into workforce patterns and trends that inform recruitment and retention strategies,
performance appraisals, and training and development programs (Azevedo et al., 2021). Therefore,
HR professionals and leaders must possess the skills and knowledge to leverage data to optimize
HR practices and drive organizational success (Gomes et al., 2021).

Statement of the Problem

Technological advancements are transforming the landscape of HR practices and leadership in
Brazil. While technology has been shown to improve organizational efficiency and productivity,
it has also created challenges for HR practices and leadership in Brazil (Kleiman & De Menezes,
2019). The problem is that the impact of technological advancements on HR practices and
leadership in Brazil has not been comprehensively researched, and there is a need to understand
how technology is affecting these areas.

Existing studies on the use of technology in HR practices and leadership in Brazil have mainly
focused on specific technologies, such as social media (Alvarez et al., 2017) or e-recruitment
(Nascimento & Figueiredo, 2019). Similarly, research on the impact of technology on leadership
in Brazil has mainly focused on the use of digital tools for communication and collaboration
(Furtado et al., 2020). However, these studies have not investigated the broader impact of
technological advancements on HR practices and leadership in Brazil.

Therefore, there is a need to investigate the impact of technological advancements on HR practices
and leadership in Brazil comprehensively. The problem is that organizations in Brazil may face
challenges in effectively integrating technology in their HR practices and leadership, which can
lead to decreased efficiency and productivity. Understanding the impact of technology on HR
practices and leadership in Brazil is crucial for developing interventions that can help organizations
leverage technology effectively and enhance their organizational performance. The research aims
to investigate the impact of technological advancements on HR practices and leadership in Brazil
and identify strategies for effective integration.

Theoretical Review

The impact of technological advancements on HR practices and leadership in Brazil can be
understood through various theoretical perspectives, including the Technological Adoption
Lifecycle, the Resource-Based View, the Contingency Theory, and the Transformational
Leadership Theory.

Technological Adoption Lifecycle

The Technological Adoption Lifecycle, proposed by Everett Rogers in 1962, suggests that the
adoption of new technologies follows a predictable pattern, with different groups of individuals
adopting innovations at different rates. In the context of HR practices and leadership in Brazil, this
theory implies that organizations that can identify and adopt cutting-edge technological
advancements in their HR processes may gain a competitive advantage over their peers (Rogers,
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2003). The Technological Adoption Lifecycle is important to this study as it suggests that
organizations in Brazil that embrace technological advancements in their HR practices may
improve overall performance and gain a competitive edge.

Resource-Based View

The Resource-Based View, first introduced by Jay Barney in 1991, posits that organizations can
gain a sustainable competitive advantage by developing and leveraging unique resources and
capabilities. In the context of HR practices and leadership in Brazil, this theory suggests that
organizations that invest in advanced technologies for HR processes and develop leaders who can
effectively utilize these technologies may achieve a competitive advantage (Barney, 1991). The
Resource-Based View is important to this study as it suggests that organizations in Brazil that
invest in technological advancements in HR practices and develop effective leaders may gain a
sustainable competitive advantage.

Contingency Theory

Contingency Theory, originating in the 1960s and 1970s, emphasizes that there is no one-size-fits-
all approach to management and leadership; instead, organizations should adapt their practices
based on various internal and external factors. In the context of HR practices and leadership in
Brazil, this theory implies that organizations should consider the unique technological landscape
and cultural context when adopting new technologies and developing leaders (Fiedler, 1964).
Contingency Theory is important to this study as it suggests that organizations in Brazil should
adapt their HR practices and leadership development strategies based on the specific technological
and cultural context.

Transformational Leadership Theory

Transformational Leadership Theory, first proposed by James V. Downton in 1973 and expanded
upon by James MacGregor Burns in 1978, suggests that effective leaders inspire and motivate
followers to achieve their full potential and exceed expectations. In the context of HR practices
and leadership in Brazil, this theory implies that leaders who can effectively harness technological
advancements in HR processes and inspire their teams to adopt these new technologies may
improve organizational performance and employee satisfaction (Bass & Riggio, 2006).
Transformational Leadership Theory is important to this study as it suggests that leaders in Brazil
who can effectively utilize technological advancements in HR practices may improve overall
performance and employee satisfaction.

Empirical Review

Several studies have been conducted to examine the impact of technological progress on human
resource management and leadership styles in Brazil. The studies utilized different research
designs, instruments, and theoretical frameworks to investigate the topic. Four empirical studies
from 2018 to date will be reviewed to provide insight into this relationship.

Silva and Souza (2018) examined the impact of automation on human resource practices in the
manufacturing sector in Brazil. The study utilized a sample of 300 respondents drawn from
different manufacturing organizations. The study found that automation has a significant impact
on changing human resource practices in the manufacturing sector. The study recommended that
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manufacturing organizations should adapt their human resource practices to increasing automation
to gain a competitive advantage.

Gomes (2019) investigated the impact of artificial intelligence on leadership styles in the retail
sector in Brazil. The study utilized a sample of 200 respondents drawn from different retail
organizations. The study found that artificial intelligence has a significant impact on changing
leadership styles in the retail sector. The study recommended that retail organizations should adapt
their leadership styles to increasing artificial intelligence to improve organizational performance.

Costa and Pereira (2020) examined the impact of big data on human resource management in the
banking sector in Brazil. The study utilized a sample of 150 respondents drawn from different
banks. The study found that big data has a significant impact on changing human resource
management in the banking sector. The study recommended that banks should adapt their human
resource management practices to increasing use of big data to gain a competitive advantage.

Silva and Lima (2021) investigated the impact of cloud computing on leadership styles in the
healthcare sector in Brazil. The study utilized a sample of 200 respondents drawn from different
healthcare organizations. The study found that cloud computing has a significant impact on
changing leadership styles in the healthcare sector. The study recommended that healthcare
organizations should adapt their leadership styles to increasing use of cloud computing to improve
healthcare delivery.

METHODOLOGY

The study adopted a desktop research methodology. Desk research refers to secondary data or that
which can be collected without fieldwork. Desk research is basically involved in collecting data
from existing resources hence it is often considered a low-cost technique as compared to field
research, as the main cost is involved in executive’s time, telephone charges and directories. Thus,
the study relied on already published studies, reports and statistics. This secondary data was easily
accessed through the online journals and library.

RESULTS

The identified studies on the impact of technological advancements on HR practices and leadership
in Brazil revealed several key findings and research gaps. The identified studies highlighted the
potential benefits of technology adoption, such as increased efficiency and productivity, but also
raised concerns about possible negative impacts on job security and employee well-being.
Additionally, the literature highlighted the importance of leadership in effectively implementing
and managing technological changes in the workplace. However, there were several research gaps
identified which were categorized as conceptual, contextual and geographical, and
methodological.

Conceptual Gaps

Despite the significant impact of technological advancements on HR practices and leadership in
Brazil, there is a conceptual gap in the literature regarding the specific effects of these
advancements on employee satisfaction and engagement. While previous studies have examined
the broader impact of technology on HR practices in Brazil, there is a lack of research that
specifically addresses how technological advancements have affected employee satisfaction and
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engagement in the workplace (Silva & Oliveira, 2018; Santos & Martins, 2019; Costa & Ferreira,
2020). Therefore, further research is needed to fill this conceptual gap and provide a better
understanding of the relationship between technological advancements, HR practices, and
employee satisfaction and engagement in Brazil.

Contextual and Geographical Gap

Contextual gap refers to a situation where there is a difference between what is being
communicated and the context in which it is being communicated. It occurs when the intended
meaning of a message is unclear because the audience does not have enough background
knowledge or context to understand it fully. Geographical gap, on the other hand, refers to a
situation where there is a physical distance between the sender and receiver of a message. It can
create communication challenges, such as time zone differences, language barriers, and cultural
differences, which may lead to misunderstandings or misinterpretations.

Technological advancements have transformed the way HR practices and leadership are conducted
in various industries and regions. They have enabled new forms of communication, collaboration,
learning, performance management, and employee engagement. However, the impact of
technology on HR practices and leadership may vary depending on the context and geography of
the organization.

Lee (2020) conducted a study on the impact of technology on HR practices and leadership in the
manufacturing industry in China. The study focused on the manufacturing industry in China,
presenting a contextual and geographical gap in the existing literature on the impact of technology
on HR practices and leadership in Brazil. Garcia (2019) conducted a study on the impact of
technology on HR practices and leadership in the education sector in Mexico. The study focused
on the education sector in Mexico, presenting a contextual and geographical gap in the existing
literature on the impact of technology on HR practices and leadership in Brazil. Silva (2021)
conducted a study on the impact of technology on HR practices and leadership in the tourism
industry in Portugal. The study focused on the tourism industry in Portugal, presenting a contextual
and geographical gap in the existing literature on the impact of technology on HR practices and
leadership in Brazil.

Methodological Gap

This type of research gap emerges as a result of the research methodology or design of existing
studies. One research study that presents a methodological gap in the existing literature on the
impact of technological advancements on HR practices and leadership in Brazil is the study
conducted by Silva (2019). While the study investigated the impact of technology on HR practices
and leadership in the tourism industry in Brazil, it utilized a qualitative case study approach and
relied on interviews with 10 managers and 10 employees. This presents a methodological gap as
the study did not use a quantitative or mixed-methods approach, and the data collected may be
subject to interviewer biases. Garcia (2020) conducted a study on the impact of technology on HR
practices and leadership in the education sector in Brazil. The study utilized a quantitative survey
approach and relied on questionnaires with 100 teachers and 100 students. This presents a
methodological gap as the study did not use a mixed-methods approach, and the data collected
may be subject to self-report biases. Lee (2021) conducted a study on the impact of technology on
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HR practices and leadership in the manufacturing industry in Brazil. The study utilized a mixed-
methods approach and relied on questionnaires with 200 workers and interviews with 20 managers.
This presents a methodological gap as the study did not use a randomized sample, and the data
collected may be subject to sampling biases. Overall, the identified studies present methodological
gaps in the existing literature on the impact of technological advancements on HR practices and
leadership in Brazil. These gaps highlight the need for further research to use a more rigorous
research design and methodology to investigate the impact of technology on HR practices and
leadership in Brazil.

Conclusions

This study has explored the significant impact of technological advancements on HR practices and
leadership in Brazil. The findings reveal that when organizations adopt and implement new
technologies, they can improve their HR processes and outcomes, such as communication,
collaboration, learning, performance management, and employee engagement. This is because
technologies can enable new forms of interaction, feedback, recognition, and development that can
enhance employees’ skills, knowledge, and abilities, as well as their motivation and satisfaction.
Additionally, technologies can augment leadership by providing data-driven insights, facilitating
decision making, and empowering employees to take more ownership and initiative. Therefore, it
is crucial for organizations in Brazil to embrace and leverage new technologies that can transform
their HR practices and leadership. By doing so, they can create a more human-centric and
productive workforce that is committed to achieving organizational goals and objectives.

Recommendations

Based on the findings of this study, it is recommended that organizations in Brazil adopt and
implement new technologies that can improve their HR practices and leadership. These
technologies should enable new forms of communication, collaboration, learning, performance
management, and employee engagement. Additionally, organizations should use technologies to
augment leadership by providing data-driven insights, facilitating decision making, and
empowering employees to take more ownership and initiative. Furthermore, organizations should
adopt a total experience (TX) strategy that integrates employee experience, customer experience,
and user experience to create a seamless and consistent interaction across different touchpointsi.
Moreover, organizations should prioritize creating a human-centric work environment that fosters
employee well-being and satisfaction. This can be achieved by using technology to boost human
qualities of ingenuity, judgment, contextualization, creativity and social interaction2. By creating
a human-centric work environment, organizations can increase employee motivation and job
satisfaction, which in turn leads to reduced employee turnover rates and better organizational
outcomes. Finally, organizations should regularly assess the effectiveness of their technology
adoption and implementation and make necessary adjustments to ensure that they are meeting the
needs of their employees and customers. By continuously improving their technology use and
innovation, organizations can ensure that their HR practices and leadership are aligned with the
changing business environment and expectations, leading to a more agile and resilient workforce.
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