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Summary. The article examines the role of innovative HR systems based 

on artificial intelligence in ensuring legal employment and compliance with labor 

standards in the countries of the European Union. support for immigration policy. 

Attention is focused on legal compliance, risk management, requirements for 

transparency of algorithms and protection of workers' rights, in particular 

migrants. A comparative analysis of the main challenges and benefits of 

implementing such systems within the EU regulatory framework is provided. 
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Innovative HR systems based on artificial intelligence play a crucial role in 

ensuring legal employment and compliance with labor standards in the EU. 

According to N. M. Chernikova, information and knowledge, the source and 

carrier of which is a person, are the main values in the digital economy, so in these 

conditions the role of human resources and human capital increases, no less than 

innovation.  [3, с. 73]. By combining the automation of candidate data verification 
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with the verification of documents, work permits, and integration with state 

registers, such platforms provide a transparent and documented control system, 

reducing the risk of illegal labor and the shadow economy.  

At the same time, guaranteed protection of personal data is an integral part 

of these systems. The GDPR, implemented in 2018, and the new EU Artificial 

Intelligence Act (AI Act), which came into force on August 1, 2024, strictly 

regulate the processing of personal and sensitive data, providing for the principle 

of "privacy by design," a privacy impact assessment (DPIA), and the need for 

human control over decisions made by automated AI modules [10]. 

From a practical point of view, S. Barabashyn points out that HR systems 

provide analytical tools for monitoring working conditions - checking 

employment contracts, working hours, protecting employees' rights - and form a 

digital footprint to track compliance in case of inspections or labor disputes [1]. 

In the European Union, the introduction of innovative AI-based HR 

systems significantly enhances the ability to ensure legal employment and 

compliance with labor standards. First, the GDPR and the AI Act harmonize the 

definition of "profiling" as the automated processing of personal data for the 

purpose of analyzing personal characteristics and behavior (including 

professional behavior), which requires impact assessment and transparency. 

Secondly, HR systems that perform profiling in the context of employment are 

classified as high-risk according to Annex III of the AI Act and therefore require 

data governance, DPIA, risk management, and data accuracy [15]. Thirdly, the AI 

Act prohibits the use of systems for emotion recognition, social sorting, or 

biometric categorization in HR, but allows them only under limited conditions in 

critical infrastructure according to security standards. In addition, the law requires 

transparency of the decision, explanation of the logic of artificial intelligence in 

HR decisions, the ability of people to get an interpretation of rejection or 

appointment, and establishes mandatory human control over every important 

automated decision [18].  
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Article 14 of the AI Act describes the need to design HR systems with the 

ability to stop, interpret, and two-step verification of decisions by experts to avoid 

"automation bias" and ensure the legality and fairness of processes [9].  

Financial penalties for non-compliance with standards or the use of 

prohibited practices amount to up to 7% of global turnover or €35 million, which 

encourages HR departments to carefully monitor data quality, compliance with 

procedures, and documentation of AI use [10]. Thus, in the EU, AI-based HR 

systems serve not only as a tool for recruitment optimization but also as a legal 

compliance mechanism: they automatically check the eligibility of candidates, 

ensure data protection, and prevent discrimination, at least at the official level, 

guaranteeing the right to explanation and human control in every personnel 

decision. 

At the same time, the European regulatory framework, especially in terms 

of regulating the use of AI, imposes strict requirements on employers and 

developers of HR technologies. The new European AI Act (EU AI Act) 

establishes a framework for the use of algorithms in the employment sector, 

focusing on personal data protection, transparency of processes, and non-

discrimination [6; 20]. This makes HR systems not only efficient but also ethical, 

responsible, and legal. 

Compliance with anti-discrimination requirements is particularly 

important: although algorithms can optimize selection, there is a risk of bias. 

According to the EU approach, AI system models should be audited for zip code-

based, age, gender, or ethnic discrimination, which is supported by legal norms 

and HR jurisprudence. 

Particular difficulties arise in the area of migrant employment, which is 

regulated by a complex system of European and national norms. HR technologies 

should ensure the protection of migrants' rights and prevent exploitation, as 

confirmed by numerous conclusions of the European Agency for Fundamental 

Rights [2]. They should also take into account the diversity of labor regulations 



International Scientific Journal “Internauka” https://doi.org/10.25313/2520-2057-2025-7 

International Scientific Journal “Internauka” https://doi.org/10.25313/2520-2057-2025-7 

in member states to avoid violations [16]. There is a separate task of minimizing 

the risks of bias in hiring algorithms, which necessitates constant auditing and 

human participation in decision-making [5]. An example of an integrated 

approach is the German Skilled Immigration Act of 2025, which provides for the 

use of HR technologies to facilitate the adaptation and integration of highly skilled 

migrants [15]. 

EU legal regulation establishes gradual implementation of restrictions: 

prohibition of certain "dangerous" practices, according to the AI Act and relevant 

directives, mandatory audit of models and risk documentation [9]. For HR 

services, this means implementing risk management of AI systems: building 

registration systems, data quality assessment, human support of automated 

solutions, logs, and responsibility for security and explainability [2]. 

HR systems that use AI can automate a wide range of operations, from 

searching and sourcing candidates to assessing their compliance with legal 

requirements. In particular, within the European legal framework, such 

technologies allow for prompt verification of documents confirming the right to 

work in accordance with the EU Regulation on the Free Movement of Workers of 

2011 [12]. In addition, automated monitoring of the compliance of working 

conditions with the European Charter of Social Rights ensures compliance with 

basic labor standards in different member states [7]. Equally important is the 

ability of these systems to promote transparency and equality in recruitment 

processes, reducing the risk of bias through the implementation of algorithms that 

are audited for non-discrimination [13]. 

The impact of EU regulatory initiatives on the development of innovative 

HR systems is crucial. The 2011 Free Movement of Workers Regulation ensures 

the basic rights of migrants to employment, which is the foundation for further 

technological solutions [12]. The European AI Law introduces the necessary 

standards of security and transparency in the use of algorithms in HR [19]. The 

EU Charter of Social Rights emphasizes the right to fair and adequate working 
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conditions, which is reflected in the functionality of modern HR systems [7]. The 

interaction of these regulations forms the legal basis for the ethical and legal 

application of innovations in the field of human resources management, 

maintaining a balance between technological progress and social justice. 

In the context of analyzing the legal and practical impact of innovative HR 

systems on the sphere of legal employment in the European Union, special 

attention should be paid to the generalized data presented in Table 1. 

Table 1 

Comparative analysis of the main aspects of the impact of innovative HR 

systems on legal employment in the EU 

The main aspect Characteristics Relevant sources Challenges and 
recommendations 

Automation of 
legality checks 

Real-time verification of 
documents confirming 
the right to work 

Free Movement of 
Workers Regulation 
(2011), AI in HR 
Management (2024) 
[6]. 

The need for 
accuracy, avoiding 
false rejections 

Compliance with 
labor standards 

Control of working 
conditions, wages, and 
working hours in 
accordance with labor 
laws 

European Pillar of 
Social Rights (2017), 
Navigating European 
Labor Laws (2024) 
[18]. 

Ensuring adaptation 
to different national 
regulations 

Combating 
discrimination 

Using algorithms to 
reduce bias in candidate 
selection 

GRASE Partners 
(2024), AI and 
employment law 
(2023) 

Constant audit of 
algorithms, 
involvement of 
human control 

Protection of 
migrants' rights 

Monitoring of migrants' 
working conditions, 
protection from 
exploitation 

FRA Opinions 
(2023) [17], 
Temporary labor 
migration programs 
(2022) 

Increasing 
transparency, 
integration with 
human rights 
organizations 

Compliance with 
the EU AI law 

Regulating the use of AI 
in HR, ensuring 
transparency and 
protection of personal 
data 

The regulation of 
AI-based migration 
technologies (2023) 
[22], The EU AI Act 
(2023) 

Implementation of 
ethical standards, 
staff training 
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Support for 
immigration 
policy 

Automation of adaptation 
processes for qualified 
employees 

HR Tech & 
Immigration: 
Germany's Skilled 
Act (2025) [14]. 

Harmonization of 
immigration 
procedures and HR 
practices 

Source: compiled by the author 

 
According to the comparative analysis presented in Table 1, the most 

important aspects of the impact are automation of employment legality checks, 

ensuring compliance with labor standards, combating discrimination, protecting 

migrants' rights, compliance with artificial intelligence legislation, and supporting 

EU immigration policy. 

Automation of labor legality checks involves the use of digital mechanisms 

to quickly verify an employee's legal status, including checking work permits and 

compliance of documents with legal requirements. This reduces the burden on HR 

departments and ensures compliance with the Free Movement of Workers 

Regulation (2011), but at the same time poses the challenge of algorithmic 

accuracy, as erroneous refusal to hire may have legal consequences. 

HR systems also help to monitor compliance with labor standards - working 

conditions, working hours, and salaries - in accordance with the provisions of the 

European Charter of Social Rights (2017) and national regulations. The main 

difficulty lies in the need to adapt such systems to legal pluralism within the EU, 

where each state has its own specifics in the field of labor law. 

Another critical vector is the prevention of discrimination. HR platforms 

using AI can both minimize bias and reproduce it if not properly audited. 

Therefore, constant technical and ethical control over algorithms, including 

ensuring human intervention in key decisions regarding candidates, becomes 

necessary. 

Protecting migrants' rights within digital HR platforms is also a crucial 

element of employers' social responsibility. It is about identifying cases of 

potential exploitation, restriction of access to the labor market or discriminatory 

selection. Data from the European Agency for Fundamental Rights (FRA) 
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indicates the need to integrate systems with legal protection mechanisms and to 

cooperate with specialized organizations. 

The AI Act, which came into force in 2024, has significantly changed the 

approach to regulating innovations in HR [20]. AI systems used for personnel 

selection are classified as high-risk, which means they must meet the criteria of 

transparency, explainability, data protection, and manual control. For employers, 

this means the need to document procedures, regularly audit models, and 

implement security standards in HR management. 

Finally, support for immigration policy through HR technologies is gaining 

importance. An example is the German Skilled Immigration Act of 2025, which 

provides for the use of innovative systems to facilitate the adaptation of foreign 

workers, in particular through digital support of integration procedures and 

alignment with national regulations. 

Thus, innovative AI-powered HR systems have become a key tool for 

ensuring compliance with labor laws, monitoring the legality of employment, and 

managing employment risks within the European Union. Their integration with 

state registries, automation of document verification and monitoring of working 

conditions allow employers to comply with regulatory requirements in real time, 

which significantly reduces the risk of violations and legal liability. 

The European regulatory framework, in particular the GDPR and the AI 

Act, creates a strict framework for the use of such systems. It obliges employers 

to audit algorithms for bias, implement DPIA, ensure transparency of decision-

making, and exercise constant human control. The definition of AI solutions in 

HR as high-risk, the prohibition of emotional analysis, and the establishment of 

clear standards of explanability and the right to interpretation form a regulatory 

framework that prevents uncontrolled use of AI in the HR field. 

Special attention is paid to protecting the rights of migrants and avoiding 

discrimination. Automated HR solutions are required to take into account the 

multiplicity of national legal systems and be audited for potential bias based on 



International Scientific Journal “Internauka” https://doi.org/10.25313/2520-2057-2025-7 

International Scientific Journal “Internauka” https://doi.org/10.25313/2520-2057-2025-7 

age, gender, ethnicity, or place of residence. This helps ensure legal compliance 

and social responsibility when hiring staff from outside the EU. 

The use of HR systems also supports the implementation of immigration 

policy by automating work eligibility verification, employee onboarding, and 

ensuring that employment conditions comply with the standards of the European 

Charter of Social Rights. The role of these systems is expanding from a recruiting 

tool to a legal compliance mechanism that serves as a digital infrastructure for 

compliance with labor, immigration, and ethical standards. 

To summarize, the introduction of AI into HR processes in the EU is 

possible only if strict technical, legal, and ethical requirements are met. This 

requires companies not only to implement technological solutions, but also to 

implement control, documentation, audit, and adaptation procedures to changes 

in the regulatory environment. 
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